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IMMIGRANT INTEGRATION IN THE EUROPEAN UNION

Eva GRMANOVA

Abstract

Finding solutions to questions related to immigration and immigrant integration is currently highly topical in the EU.
Immigrants integrated into the labor market positively impact the economic outcomes of the host country and its labor
market. Immigrants who quickly find employment and are satisfied with their jobs do not burden the financial system of
the host country. Conversely, unemployed immigrants place a financial strain on the economy. The goal of our study is
to identify which EU countries are least burdened by immigrants in terms of their labor market integration. Countries
are evaluated based on their overall benefit, expressed through the Weighted Sum Approach, a multi-criteria decision-
making method. The overall benefit is determined by employment rates, the proportion of immigrants finding work
within three months, and job satisfaction among immigrants. The highest overall benefit was observed in Poland, the

Czech Republic Malta, Hungary and Slovakia.
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immigrant, integration, multi-criteria decision-making method, overall benefit, EU countries

JEL Classification J62, F22, 015
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INTRODUCTION

Labor markets across all EU countries are
undergoing significant transformations. Long-
term low birth rates and increasing life
expectancy are reducing the size of the labor
force and altering its age structure. The share of
people in post-productive age is increasing,
adding to the economic burden on the productive
segment of the population. According to Eurostat
projections (2024, 1), this trend is expected to
continue in the coming years. Consequently,
finding ways to reduce the economic burden on
the productive population and increasing the
number of workers has become a necessity. One
solution is to accept immigrants who are willing
and able to work. Talani (2024) agrees,
emphasizing that international  migration
positively impacts labor shortages and economic
development by reducing labor supply deficits,
increasing investments, improving technologies,
boosting employment, enhancing productivity,
and raising GDP.

In our study, we focus on aspects that help
identify the economic burden on EU27 countries
in the context of immigrant labor market
integration:

1. Immigrant employment rates: Lower
employment rates among immigrants result in a

higher financial burden on the country due to
unemployed immigrants.

2. Time taken to secure employment: Longer
periods needed for immigrants to find work
increase the financial strain on the host country.
3. Job satisfaction in current employment:
Low job satisfaction among immigrants can lead
to higher turnover, resulting in unemployment or
their departure from the host country, thereby
increasing the country’s financial costs. Policies
aimed at retaining immigrants in the host country
for the long term are especially important, with
job satisfaction being a crucial component of
such policies (Niemann et al., 2024).

In this study, in addition to examining the
mentioned aspects from an international
perspective, we will also focus on the position of
Slovakia. Slovakia has consistently had a low
number of immigrants (Eurostat, 2024, 2).
Furthermore, it is characteristic of Slovakia that
labor shortages began to manifest later than in
most economically developed EU27 countries.
Therefore, we hypothesize that Slovakia will lag
behind the most developed EU27 countries in the
process of immigrant integration.

We aim to evaluate EU countries based on all
the mentioned indicators. To assess EU27
countries using all the indicators (criteria), it is
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necessary to apply multi-criteria decision-
making methods and express a single indicator,
which will represent the overall benefit.

Based on this, the research question is:
Which EU27 countries achieve the highest
overall benefit based on the analyzed indicators?

By answering the research question, we want
to identify which EU27 countries are the least
burdened by immigrants in terms of entry into
the labour market.

Our goal is to identify which EU27 countries
are least burdened by immigrants concerning
their labor market integration.

The procedure will be as follows:

1. Based on data from the Eurostat database, we
will compare the employment rates of individual
EU27 countries in two groups: foreign-born
individuals and the native population.

2. Using Eurostat data, we will compare the
proportion of foreign-born individuals in each
EU27 country who are able to find work within
three months.

3. Based on Eurostat data, we will compare the
job satisfaction levels of foreign-born individuals
and the native population in each EU27 country.
4. By applying the Weighted Sum Approach to
all three analyzed indicators, we will express the
overall benefit for all EU27 countries.

5. Finally, we will compare Slovakia's overall
benefit in the context of the EU27 countries.

The integration of immigrants is addressed at
the national level in all EU countries. The
importance of tackling the issue of immigrant
integration is undeniable. However, we find that
systematic  evaluations of EU countries'
approaches to immigrant integration, particularly
regarding the burden on the economic system,
are often inconsistent in scientific studies. A
research gap exists due to the incompleteness
and inconsistency of relevant empirical findings
on immigrant integration in EU27 countries.

The addressed topic is highly relevant from
multiple perspectives. On one hand, it concerns
the issue of labor shortages, and on the other, it
is connected to certain government decisions
related to the Pact on Migration and Asylum,
which establishes new migration rules and was
adopted on April 10, 2024 (Eurostat, 2024, 3).
The results of the study and its findings are

intended  for  policymakers,  employers,
researchers, and stakeholders who are trying to
address the issue of immigrant integration. They
can provide important information regarding
which EU27 countries are most burdened by
immigrants in terms of their labor market
participation.

The study consists of the following sections:
Following the introduction, there will be a
literature overview and a description of the
methodology and a goal. This will be followed
by a section presenting results and discussion.
The final main part of the study will be a
conclusion summarizing the key findings.

Literature overview

However, international migration also presents
challenges. It is considered one of the major
political issues (Fouka, 2024). A significant
problem arises when immigrants are
unemployed, placing a strain on social systems,
or when they fail to integrate into society.
Addressing labor shortages in the long term
requires the integration of immigrants.
According to Bajusova & Slosar (2019, p.26),
referencing  Penninx  (2004),  immigrant
integration is "a process through which
immigrants become an accepted part of society."
These authors highlight various dimensions of
social integration:

1. Structural dimension, encompassing
employment, housing, education, and healthcare.
2. Cultural dimension, involving knowledge of
the language, customs, and norms.

3. Interactive  dimension,  focusing  on
immigrants' inclusion in social networks.

4. The identification dimension, characterized
by a sense of belonging to the host society. This
highlights the multifaceted nature of immigrant
integration,

Gathmann & Garbers (2023) also consider
immigrant  integration from a  broader
perspective.  Most researchers  distinguish
between economic, political, and social
integration. Economic integration focuses
primarily on labor market integration, including
education and vocational training (Autiero &
Nese, 2024). Political integration considers
participation in political organizations, while
social integration examines two-way
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interactions, such as immigrants’ sense of
belonging and host societies' acceptance of
immigrants (Laurentsyeva & Venturini, 2017).

Since immigrant integration can be assessed
from various perspectives, the outcomes of
integration also vary across different areas.
Kanas & Kosyakova (2024) note that one of the
most critical factors characterizing the success of
immigrant integration is human capital.
However, human capital encompasses a range of
aspects, the most important being the ability to
succeed in the labor market. If immigrants
remain unemployed or take a long time to secure
employment, states lose potential tax revenues
(Cassie, 2022). Employment outcomes are also
influenced by job satisfaction among
immigrants, which depends on several factors.
Significant  factors include  workplace
discrimination and prior education (Okafor &
Kalu, 2024).

The integration of immigrants into the labor
market is also influenced by migration policies.
However, focusing migration policies on
attracting only those immigrants that a country
»heed* is highly challenging in practice (Portes,
2019). Key aspects of labor market integration
for immigrants include improving their skills,
which has become essential in the current era of
digitalization ~ and  enhancing  employee
satisfaction.

2. Goal and Methodology

Our goal is to identify which EU27 countries
are least burdened by immigrants concerning
their labor market integration.

Secondary data from Eurostat were used for
the analysis. Immigration was monitored based
on place of birth. The data is from the year 2021
for all EU27 countries. In the study, the
following indicators were utilized to achieve the
goal:

1. Employment rate among foreign-born
individuals and the native population, expressed
as a percentage derived from the 2021 arithmetic
average of quarterly data. The data was sourced
from the Eurostat database (2024, 4). The
analysis used data from the "LFS series."

2. The proportion of foreign-born people who
are able to find work within three months. The
data was sourced from the Eurostat database
(2024, 5). The analysis used data from the "LFS
ad-hoc modules on migration."

3. The proportion of foreign-born individuals
and native-born individuals who expressed
"High" and "Medium" satisfaction with their
jobs. We do not focus on the options "Low,"
"None," and "No response” (Eurostat, 2024, 6).
The analysis used data from the "LFS ad-hoc
modules on migration.” The source of the data is
the survey "Questionnaire for the module 2021
on labour market situation of migrants and their
immediate descendants" (Eurostat, 2024, 7).

Weighted Sum Approach

In this study, we focused on evaluating
countries based on multiple indicators. To
compare countries using all the indicators, we
employed the multi-criteria decision-making
method known as the Weighted Sum Approach
(WSA). According Williams & Cai (2024, p. 3)
“These methods provide a straightforward and
flexible approach for evaluating multiple criteria
by assigning relative importance to different
factors, making them particularly well-suited for
both objective and subjective decision-making
processes.“

The WSA is based on the construction of a
linear utility function. The utility of individual
criteria in the case of a maximization criterion
(the normalized value for the i-th alternative and
j-th criterion) expressed as follows:

Pl . 5 ci— 13 ! 1
Y=g 1= LZepi=12.k (1)
where Dj is the lowest possible value in the j-th
criterion, H; is the best possible value in the j-th
criterion,

Overall benefit is expressed by (2)

ulX) =% vy i=L2.pj=12,..k
)

where vj is the corresponding element from
weight vector.

Overall benefit is from (0,1}  (Jablonsky &
Dlouhy, 2004). “The option that reaches the
maximum utility value is selected as being the
best, or the results can allow the variants to be
classified according to their decreasing utility
values” (Stejskal et al., 2015, p. 246).

Saaty's method
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We used the Saaty's method to determine the
weights.
The degree of importance of the influence of one
criterion over another in terms of its impact on
increasing the country's financial costs is
expressed on an integer scale from 1 to 9.

A value of 1 means equal importance, a value
of 9 means that the importance of one criterion
absolutely exceeds the importance of the other
criterion. If a criterion is less important than the
other, it is assigned the inverted value. The
values from the pairwise comparison are
compiled into a Saaty matrix, which has values
of 1 on the diagonal. If the matrix is fully
consistent, the weights of the individual criteria
are calculated (Jablonsky & Dlouhy, 2004)

Based on this, the research question is: Which
EU27 countries achieve the highest overall
benefit based on the analyzed indicators? Using
the WSA method, we expressed the overall
benefit for each country. Countries with the
highest overall benefit have the best standing
within the EU27.

3. Findings and discussion

Immigrants in EU Countries

EU countries differ significantly in the number
of immigrants. They have various migration
policies and are characterized by different factors
that influence immigrants' interest in a given
country. Countries with high economic
performance and high average wages are the

most attractive to immigrants. The number of
immigrants in EU27 countries is also affected by
the military conflict in Ukraine. Southern
European countries, particularly Spain, Italy, and
Greece, are struggling with a large number of
asylum seekers.

In 2021, the highest number of immigrants was
in Spain and Germany. Conversely, the lowest
number of immigrants was in Slovakia and
Latvia. These two countries have long been
among those with low numbers of immigrants. A
graphical representation of the number of
immigrants is shown in Figure 1.

Employment of Immigrants in EU Countries

A low employment rate among immigrants
results in greater financial costs for the host
country. Employment is significantly influenced
by the system of immigrant admission in the
country. Measures to reduce the number of
immigrants and increase their employment
include simplified employment procedures for
individuals from outside the EU, particularly for
filling positions that are not occupied by the
native population.

One reason for the lower employment rates
of immigrants in developed EU27 countries may
be that some countries restrict access for asylum
seekers to the labor market through employment
bans. These bans are in effect during the asylum
application process. According to studies cited
by Fouka (2024), such an approach has a
negative long-term effect.

Figure 1: The number of immigrants in EU27 countries in 2021
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The employment rate of immigrants in EU27
countries ranged from 52.3% to 81.1%. The
highest employment rates were observed in
Poland and Hungary, while Romania had the

lowest employment rate. A  graphical
representation of the employment rate values is
shown in Figure 2.

Figure 2: Employment rate of the foreign-born population (F) and the population from reporting country (R)
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Duration of Time to Find Employment for
Foreign-Born Individuals

An increase in the duration of time it takes for
immigrants to secure employment results in
higher financial costs for the state. The
proportion of foreign-born individuals who find
work within three months varied widely across
EU countries, ranging from 7.0% to 72.0%. The
highest proportions of individuals finding work
within three months were in Lithuania (72.0%)
and Slovakia (64.5%). Both of these countries

are characterized by a low share of migrants
from impoverished countries (Eurostat, 2024, 8).
Conversely, the lowest proportions of
individuals finding work within three months
were in Germany (7.3%) and Greece (11.2%).
The average proportion of individuals finding
work within three months in the EU was 25.8%.
Data for Latvia and Romania were not
published. A graphical representation of the
proportions of individuals finding work within
three months is shown in Figure 3.

Figure 3: The proportion of foreign-born individuals who find work within three months
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Job Satisfaction

Low job satisfaction leads to higher employee
turnover. In cases where immigrants are
dissatisfied with their jobs, it can be assumed
that they will have little interest in remaining in
their jobs or in the country. For the host country,
this may result in increased costs. The proportion
of foreign-born individuals reporting job
satisfaction as "High" or "Medium" ranged from
53.3% to 96.9% across EU27 countries. The
lowest proportion of immigrants indicating such
levels of satisfaction was in Germany (53.3%).
Conversely, the highest proportion of positive
responses was in Hungary (96.9%). The average
proportion of foreign-born individuals reporting
"High" or "Medium" job satisfaction across
EU27 countries is 77.1%. A graphical

representation of these values is shown in Figure
4,

The largest disparity between the proportion of
foreign-born individuals expressing "High™" and
"Medium" job satisfaction and the proportion of
native-born individuals was observed in
Germany. The proportion of native-born
individuals reporting "High" and "Medium"
satisfaction significantly exceeded that of
individuals born outside the country.

Among EU27 countries, there were five states
where the proportion of foreign-born individuals
expressing "High" and "Medium™ satisfaction
was higher than that of native-born individuals
expressing the same levels of satisfaction
("High" and "Medium"). These countries were
Italy, Cyprus, Malta, Slovakia, and Hungary.

Figure 4: The proportion of foreign-born individuals expressing "High" and "Medium" satisfaction in %
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Overall Benefit from Analyzed Indicators

We created the Saaty matrix based on the
comparison of the employment rate of foreign-
born individuals (the first line and column, the
proportion of foreign-born people who are able
to find work within three months (the second
line and column) and the proportion of foreign-
born individuals who expressed "High" and
"Medium" satisfaction with their jobs (the third
line and column).

We consider the first indicator to be slightly
more important than the second indicator and the
first indicator to be much more important than
the third indicator. We consider the second

indicator to be slightly more important than the
third indicator.
Saaty's matrix is:

1 2 6
Saaty's matrix = ('J.,."E 1 3)
1/6 1/3 1

®)

Saaty's matrix is consistent. The weights for
the variables (first, second and third) are 0.6, 0.3,
and 0.1.

Since we are monitoring multiple indicators,
we expressed the overall benefit for 24 countries
based on relationships (1) and (2). Bulgaria,

11
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Romania and Latvia did not publish all data.
Therefore, we excluded them from the analysis.
The highest overall benefit indicates the least
burden on a country from immigrants in terms of
their labor market integration.

The highest overall benefit was observed in
Poland. The next countries in order were the
Czech Republic, Malta, Hungary and the Slovak

Republic. These countries are the least burdened
by immigrants regarding their labor market
integration based on the mentioned indicators.
Conversely, Greece had the lowest overall
benefit, indicating that this country is most
burdened by immigrants concerning their labor
market integration. The values of overall benefit
for individual countries are shown in Figure 5.

Figure 5: Overall benefit from analyzed indicators
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Our perspective on immigration in this study is
economic. It does not take into account the
human aspect. Asylum seekers are generally in
very difficult life situations. Countries that
accept asylum seekers consider these facts.

Position of Slovakia

In Slovakia, the number and proportion of
immigrants relative to the population is very
low. The employment rate of immigrants is
higher than that of the native population. At the
same time, Slovakia is among the countries with
the highest proportion of immigrants who find
employment within three months. It is evident
that there are immigrants in Slovakia who are
willing to work. The job satisfaction levels of
immigrants indicate that their satisfaction is
higher than that of the native population. The
values of the analyzed indicators suggest that
Slovakia has the fifth highest overall benefit
within EU27. This implies that migration policy
in Slovakia is set up to minimize the burden

from immigrants in terms of their labor market
integration. The assumption that Slovakia will
lag behind the most developed EU27 countries in
the process of immigrant integration was not
confirmed when looking at economic
integration.

However, based on population projections, it is
clear that addressing the shortage of labor force
in Slovakia can be achieved by increasing the
number of immigrants willing to work in the
country. Therefore, it is advantageous for
Slovakia to accept young people interested in
studying and subsequently working in the
country, as well as individuals of productive age
who are willing to work.

4. Conclusion

The current issue of the shortage of qualified
labor and the increasing economic burden on the
productive segment of the population can only
be addressed through a systematic approach that
includes immigration and the integration of
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immigrants.  Immigrant integration is a
multidimensional process that achieves varying
results in different EU countries based on
national specifics.

We can summarize that the acceptance of
immigrants and their integration is a necessity of
the present time. It is one of the important
approaches to increasing the size of the labor
force. High employment rates, short time to
secure jobs, and employee satisfaction result in
lower economic costs for integrating immigrants.
The V4 countries and Malta have achieved the
best results in the analyzed indicators. This
suggests that migration policies in these
countries are designed to minimize their burden
from immigrants in terms of labor market
participation.

We assume that countries accepting quota
numbers of immigrants face greater challenges
with integration and incur higher costs. From an
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IDENTIFYING AI-REPLACEABLE JOBS IN SMES: A PROCESS PROPOSAL

Katarina HAVIERNIKOVA, Jozef KLUCKA

Abstract

Artificial Intelligence (Al) implementations focus on simple and complex repetitive activities. Al technology can
generate “pseudo-original” solutions from data analysis. Therefore, the impact of the implementation on the
workforce, and employees in companies and hence the macroeconomic and other implications of the implementation
are questionable. The main aim of the paper is to propose a process to identify the workplaces that can be assumed
will be replaced by Al in the 2023-2027 horizon. The set of enterprises is limited to a small sample due to the high
laboriousness of the proposed solution procedure. Based on the research findings from 6 enetrprises across different
sectors, the results show that Al implementation varies significantly across sectors, with highest impact identified in
case of workplaces related to marketing activities and data analysis.
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INTRODUCTION

During times of change, there is intellectual,
economic, and political competition between
groups seeking to control systems relationships,
and feedback, and ultimately determine its new
equilibrium. In 1811, the Luddite protest began
as a reaction by weavers to the deployment of
looms to replace their positions/human labor.
The aim was to increase productivity by
replacing stereotypical human labor. The
Industrial Revolution began in the textile
industry in the 19th century. Great Britain
pioneered the first Industrial Revolution where
hand production methods started from 1720 to
1840. Several items were produced in this age.
Great Britain paved the way for entrepreneurial,
legal, and cultural foundations to be set up. The
free market economy was introduced which later
led to the first Industrial Revolution (Hussain,
2019). Human labor began to be replaced by
machines, which led to an increase in
productivity, but also to social changes. While
the system ultimately settled on a set of
institutional arrangements preferred by British
industrialists, at the time, the Luddites presented
an alternative that highlights how, in times of
transformation, possible future states are
contested (McGowan & Geobey, 2022).

During the following period, society has gone
through further industrial revolutions, up to the
current  fourth, characterized by digital
technologies,  artificial  intelligence  (Al),
robotics, blockchain, and the Internet of Things
(10T). Artificial intelligence is one of the key
aspects of this period. Since the 1950s, when
McCarthy introduced the term Atrtificial
Intelligence, the Al field has developed in two
dimensions: human-centered and rationalist
approaches (Borges et al, 2021). In
contemporary organizational settings, artificial
intelligence (Al) can be regarded as a technology
implemented to emulate human performance. It
possesses the capacity to derive its conclusions
through a process of learning, thereby enhancing
human cognition or even substituting for humans
in various tasks (Jiang et al., 2022).

Various studies show numerous aspects of Al.
Artificial Intelligence implementations focus on
both simple and complex repetitive activities. At
the same time, however, it can also reproduce
data-based art and literary works (photos,
paintings, essays, stories) as well as new creative
works. Al technology can generate "pseudo-
original" solutions from data analysis (Chiu et
al., 2023; Jiang et al., 2022). Thus the possibility
of incorporating them into processes that are not
limited to repetitive and simple activities exists.
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The correctness of Al's answers/responses is
determined by the training data and the methods
that generate answers/solution suggestions from
the data. Therefore, the inaccuracies/errors
generated do not reflect the intention of the Al
application but rather the inadequacy of the
training data or a model that was used
inappropriately. Al does not have a true value
system and is unable to form its worldview. At
the same time, it is important to understand that
Al is just a framework for processing data and
performing tasks and that it does not have the
actual consciousness or experience that is

important for the brain to function. Although
comparing Al to the workings of the brain is
inaccurate, behind many of the models there is
an attempt to mimic this. The author Odor
(2022) lists five basic brain functions - long-term
memory, attention, environmental sensation,
movement, and value systems - for control and
proper brain functioning. If we try to specify the
basic functions of the brain and the ability of Al
to mimic these functions (which also suggests
the possibility of replacing human resources) we
can illustrate this effort with Table 1.

Table 1 Brain functions and their limitations by Al

Functions of the brain

Al - the possibility of imitation

Long-term memory

yes - own by computer

Attention

yes — with regard to available hardware and
software

Perceptions of surroundings

yes — disponibility of sensors

Sensations of movement

yes — disponibility of sensors

Value system

no

Source: author’s elaboration

A lack of self-awareness characterizes Al. The
error that Al produces is not to gain an
unwarranted benefit but because of a lack of
training data leading to an erroneous conclusion,
or the application of a model that misinterprets
the data. The Al error does not mimic a
deliberate action. In the case of artificial
intelligence (Al), we can say that some of these
functions are partially transferred to Al systems.
For example, Al systems can use data from the
external environment and perceive it through
sensors. Al may also be able to perform
movements through its robotic limbs or software
simulations. So, while Al may perform certain
functions similar to those of the brain, it cannot
be completely compared to the brain.

By Al we mean a wide range of methods and
models (hardware and software) that can perform
not only routine activities with a high level of
reliability but also propose solutions to decision-
making problems based on data analysis. Their
scope is very wide and affects the workplaces in
various sectors.

Digital transformation has already become part
of every economic branch and the lifestyle of the
enterprise. Al is considered a priority and the

size of cyberspace becomes vital and becomes
one of the main topics of governments’ agendas
(Veglianti et al., 2022). Companies understand
that data analytics, "big data” and customer
experience are top priorities. Working with data
is a competitive advantage for future
development, and therefore if when Al
implementation is not a priority the development
towards this trend after hardware and application
know-how development will certainly be a
priority in the future. The ability to develop such
a system requires improving human skills and
existing models, and thus an overall ability to
keep up with change. From an application
perspective, industries with a good data
foundation (such as finance, healthcare,
automotive, and retail) have relatively mature Al
application scenarios (Zhang & Lu, 2021).

Al has been successfully applied in the financial
markets. At the current stage of Al, the authors
(Milana & Ashta, 2021) argue that it is possible
to find productive applications of Al that impact
the everyday lives of the average consumer with
facial and voice recognition systems, machine
interaction with human voices, data collection,
and organization of market information, NLP
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(Natural Language Processing), financial advice,
fraud and risk assessment, credit management,
pricing, applications leading to fintech, and
integration with other emerging technologies
such as cryptocurrencies and blockchain.

Today, Al is also playing an important role in
the field of medicine. Al has the potential to
make substantial progress toward the goal of
making healthcare more personalized, predictive,
preventative, and interactive (Khan et al., 2023).
It was identified that Al continues to
significantly outperform humans in terms of
accuracy, efficiency, and timely execution of
medical and related administrative processes.
Benefits for patients map directly to the relevant
Al functionalities in the categories of diagnosis,
treatment, consultation, and health monitoring
for self-management of chronic conditions (Ali
et al., 2023).

The use of Al is also becoming increasingly
important in the retail sector. Authors Fu et al.
(2023) identified the following factors that affect
Al adoption in the retail industry: data
usefulness, the difficulty of data acquisition, Al
system  usefulness, organizational change
capability, and enhancement of customer value.
We found that after Al adoption, top
management in retail prioritized factors related
to business performance, such as enhancing
customer value.

Al has a wide range of implications for media
and  entertainment, including  marketing
techniques, efficiency, customization, and
content creation. Content production is
becoming more dynamic and focused, as Al
algorithms evaluate vast amounts of data to
create content specifically for target audiences
(Prasad & Makesh, 2024). On the other side,
representatives of the creative sector warn that
Al is using copyrighted content without the
authors' permission and compensation. Artificial
intelligence is effectively 'training' itself on the
results of the work of those it may soon replace.
Adopting generative Al raises legitimate
concerns, particularly in intellectual property
rights and copyright adherence (Amankwah-
Amoah et al., 2024).

Tourism has experienced significant shifts in
marketing, engagement, and memory-making
through innovative interactions and co-creations
with Al chatbots, smart room controls, and other

Al-powered systems (Miao & Yang, 2023). The
authors (Samala et al., 2022) analyzed the use of
artificial  intelligence technologies in the
provision of tourism services in the following
areas: Facial recognition regulating travel
facilities; virtual reality regulating travel,
tourism & hospitality related factors; chatbots
regulating destination tourism infrastructure &
tourist infrastructure facilities; robots regulating
hospitality related facilities; google maps
regulating general infrastructure & tourist
infrastructure facilities; language translators
regulating destination tourism infrastructure;
optimization  services  regulating  tourist
infrastructure. Their research has confirmed that
both tourism businesses and their customers will
benefit from using Al. Enterprises in the travel
industry will be able to better control business
processes that will be largely automated and
business operations and protocols will be
simplified in nature. Tourism customers in the
tourism industry will benefit from a higher level
of satisfaction.

The increasing relevance of Al in marketing is
also witnessed by the emergence of several
literature reviews on the topic. Marketers are
using language Al as tools for sales, payment
processors, and engagement managers to
improve the user experience. Al can help
marketers by identifying relevant content that
users want to read. It can also help marketers
with email campaigns, allowing them to
maximize results. Customers can now rely on
chatbots to do the buying process for them,
rather than having to figure it out for themselves
(Haleem et al., 2022). The skilled work with data
brings significant effects on the marketing of the
company, namely: if we know how to work with
data more accurately, we will not have to make
an offer for a given segment, but for a specific
client (increase the response rate). In marketing,
this corresponds to the concept of concentrated
marketing, which is extremely targeted thanks to
data work - not to a narrow group but to an
individual customer. The effect is to increase
efficiency and the expectation of increased
competitiveness and sustainability of the
company.

Al is also used in practical applications in
geodesy like data analysis, deformation analysis,
navigation, network adjustment, and
optimization  of  complex  measurement
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procedures (Reiterer et al., 2010). Al in
construction can help companies realize value
throughout a project's lifecycle, including
planning, tendering and funding; procurement
and construction; operations and managing
assets; and transforming business models. Al in
construction helps the industry as a whole
overcome some of our toughest challenges,
including safety concerns, labor shortages, and
cost and schedule overruns (Rao, 2019).

In contrast to the manufacturing sector, the
service sector involves a high degree of
communication, coordination, and cooperation
with the customer. At the same time, it is an
intangible, customized “product” with a high
degree of customer input. As such, it represents
several areas where digitalization can be used to
improve productivity and help design ways of
working that support learning at work (Link et
al., 2020). In the current Al practices, machines
predominantly plan, manage, control, and
optimize work without appropriately considering
human-related input and preferences. However,
architects, engineers, managers, clients, and
other decision-makers should consider their
input into their work to better generate their
desired ideas, prototypes, and solutions. For this
reason, Al needs to be human-centric
(Nabizadeh Rafsanjani & Nabizadeh, 2023). The
implications of further automation, especially in
the tertiary sector, must be given careful
consideration by policymakers and practitioners.
It is therefore important for the future to think
about how to retrain people and help them to
find other jobs.

Automation and its implementation in
enterprises is accompanied by a growing demand
for experts. Al technologies are increasingly
penetrating major industries and
disproportionally generating new labor demand
for Al-skilled workers (Choi & Leigh, 2024). Al
is increasingly integrated also into human
resources management (HRM). While the
potential of Al to augment the HRM activities
within organizations is substantial, concerns
regarding its implementation and implications
for workforce management and the HRM
function as a whole must be addressed to ensure
optimal outcomes (Bujold et al., 2024). AlI-HRM
is a topic beyond the field of HRM because of its
interdisciplinary nature, i.e., the development of
Al-based human resources (HR) tools depends

on progress in technical fields, while
implementations of such Al tools and
consequences of Al implementations rely on
knowledge from social science.(Pan & Froese,
2023). Al has been successfully applied in
various HRM functions such as human resource
(HR)  performance evaluation, employee
selection, employee turnover, and others (Qamar
et al., 2021). Despite this fact, the topic of Al in
HRM is still nascent and underdeveloped
compared to other fields. The question is
therefore the impact of implementation on the
workforce, and employees in companies and
related not only microeconomic as well as
macroeconomic aspects.

The small and medium-sized business sector
represents 95 to 98% of all businesses. In Central
Europe with high emphasis on Slovakia, SMEs
account for 99% of business units (Mura et al.,
2023). Small and medium-sized enterprises
(SMEs) have an undersized technical
infrastructure. At the same time as developing
them, they understand that working with data is a
competitive  advantage for their  future
development. Al has a specific position as it
gives companies adaptability and polyvalency.
The risk is that certain companies cannot access
the Al technology. This is particularly the case
for SMEs which have neither the financial means
nor the expertise, even though the functionalities
of Al could be particularly useful for them (Wei
& Pardo, 2022). Authors Baabdullah et al.
(2021) state three categories of the consequences
of Al practices: relational governance,
customers' Al-based interactions, and SMEs' Al-
enabled performance. Therefore the
implementation of Al becomes a priority, and
the evolution towards this trend after hardware
and application know-how development will be
a priority in the future. SMEs’ Al readiness
depends on IT infrastructure and strategic
integration with HR, aligning Al with existing
practices, addressing challenges, and considering
customer needs to enhance adoption success. Al
can help SMEs optimize profits, reach broader
customer bases, and improve efficiency
(Schwaeke et al., 2024). SMEs need to pay
attention to  both internal  (enterprise
development needs, implementation cost, human
resources, and top management involvement)
and external factors (external market pressure,
convenience of Al technology, and policy
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support) and their different impacts on intelligent
transformation (Wang et al., 2020). The findings
of the authors Kumar et al. (2024) suggest to
micro and SME (MSME) decision-makers that
Al-powered workforce management may help
revenue growth, workforce risk reduction,
intelligent  business and marketing, and
thoughtful, innovative, and safe information
exchange. MSMEs are required to use Al in
information sharing that helps in workforce risk
management, business and marketing, and
intelligent workforce management that scales
economic growth. According to lliescu (2020)
the digital enterprise integrative management
framework is based on splitting the
transformation into three processes: (1)
enterprise core processes that are focused on the
maximization of customer value; (2) shared real-
time information and operational connectivity
which creates a response-based/demand-driven
network of supply chain relationships among
participating business entities; (3) commitment
to operational excellence manifested in the form
of customer-centricity. From the author’s
perspective, an integrated company is defined by
five elements: integrated operations,
measurement and metrics, financial stewardship,
customer accommodation, and human resource
development.

Concerns are escalating that robotics and
artificial intelligence may displace numerous job
roles. In response to this evolving employment
landscape, future workers must cultivate
innovation  skills, identify  opportunities,
revolutionize industries, and devise inventive
solutions to global challenges (Ramachandran et
al., 2024). The literature review reveals a
research gap regarding Al job replacement in
SMEs. While numerous studies examine Al's
impact on employment in large corporations,
empirical research focusing on job displacement
by Al specifically in the SME context is
relatively limited. Our research focuses on
examining if specific positions or tasks related to
them within SMEs, can be potentially replaced
by Al implementation. While large enterprises
have been the primary focus of Al displacement
studies, understanding the impact on SMEs is
crucial as they represent a significant portion of
the economy. This study aims to identify the
positions that might be fully replaceable or
which specific tasks within various jobs could be

automated through Al implementation in the
SME context. This approach allows for a more
nuanced understanding of how Al might
transform work in smaller organizations, rather
than simply replacing entire positions.

The paper proposes a process to identify the
jobs/job roles that can be assumed/will be
replaced by Al implementation in the 2023-2027
horizon. The set of enterprises is limited to a
small sample due to the high labor intensity of
the proposed solution procedure. Incorporating
the characteristics of individual jobs from the
Register of Occupations in the Slovak Republic
(Ministerstvo prace, socialnych veci a rodiny
SR, 2024), it would also be possible to prepare
active labor market measures reflecting the
expected structural unemployment.

The following research questions (RQs) are
addressed to solve the above-mentioned
contexts:

RQ1: What is the most common impact
of Al on the economic branch?

RQ2: What are the key work positions
in selected economic branches
that could be replaced by Al
implementation?

RQ3: What are the possibilities for
applying Al in the horizon of years 2023-2027?

The rest of the paper is structured as follows.
Section 2 presents the methodological details of
the current study. The analysis and findings are
provided in Section 3. Section 4 presents the
implications and limitations of the study.

2. METHODOLOGICAL APPROACH

This research is based on a qualitative approach,
which enables a deeper understanding of the
investigated phenomenon through detailed data
collection and analysis. The qualitative approach
was chosen due to the need to capture the
complexity of the investigated phenomenon and
understand it in its natural context. The research
uses interpretive phenomenological analysis
(IPA), which allows us to investigate how the
participants attribute meaning to their life
experiences. This approach is suitable for
examining individual cases in detail and
identifying common themes across cases.

19




SOCIALNO-EKONOMICKA REVUE / 02 - 2024

The main method of data collection will be semi-
structured interviews, which were conducted
according to a pre-prepared interview protocol
with enterprises’ representatives and analysis of
organizational structures and processes. The
questions were open-ended, allowing
participants to freely express their experiences.
The interviews were recorded and then
summarized in tabular form.

The population of this study was SME
entrepreneurs (owners/managers). To preserve
anonymity, the respondents were marked with
codes R1 to R6. Six enterprises represented
different sectors (culture, tourism, marketing,
geodetic and construction works, intermediation
of trade with various goods, preparation and
implementation of innovation and development
projects). The average duration of the interviews
was between 30-40 min. The questions were
listed as follows:

Q1: Which factors determine the human
resource impacts (their quantity)
concerning Al implementation?

Q2: Which elements/solutions of the Al
implementation may have an impact on
human resources in the enterprise?

Q3 Which job positions in the company are
possible to be replaced by Al?

The obtained data were analyzed using the
method of thematic analysis, while the main
themes and patterns in the answers of the
respondents were identified. To increase the
validity of the research, the method of data
triangulation was used, where the answers of
respondents from different industries were
compared. The results were compiled into clear
table 1, which enabled a systematic comparison
of the obtained data across industries. Results
were categorized based on sectors, number of
employees, key activities, Al applicability, and
job replacement decisions. As part of the data
analysis, the identification of areas where it
could be possible to apply Al and the assessment
of the potential impact on employment based on
the specifics of individual jobs were carried out,
based on the Register of Occupations.

3. Findings and discussion

Table 2 gives the summarized answers of the
respondents according to their comments on the

issues of Al implementation in different job
positions in the company. The table also contains
a list of occupations listed in the Register of
Occupations, focusing on the area in which the
company operates and in connection with the job
positions that the company has listed. Most
companies see the potential of Al as a support
tool, not as a complete job replacement. The
degree of implementation depends on the type of
industry and the nature of the work activities.
The greatest potential is in areas with a high
proportion of analytical and routine work. Jobs
requiring creativity, personal contact, and
specialized knowledge are less likely to be
replaced by Al.

The results of the conducted qualitative research
provide answers to three research questions.

RQ1: What is the most common impact of Al on
the economic branch?

The most common impact of Al is in the
following areas: management and administration
- all companies (R1-R6) identified potential in
this area; support processes - accounting, data
analysis, workforce planning; marketing and
content creation - particularly R3 and R5
identified a significant impact; the intensity of
the impact varies by sector, with the lowest
impact in the cultural and artistic sector (R1) and
the highest in marketing (R3) and commercial
intermediation (R5).

RQ2: What are the key work positions in
selected economic branches that could be
replaced by Al implementation?

Based on the data, the following positions can
be identified: marketing: graphic designers;
programmers; specialists in market analysis;
creators of marketing content; tourism: partial
replacement of receptionist activities; support
administrative positions; business mediation:
data analysts.

RQ3: What are the possibilities for applying Al
in the horizon years 2023-2027?

The opportunities for Al applications vary by
industry: Culture and Arts (R1): limited
opportunities in core business, potential only in
support management. Tourism (R2): accounting,
staff planning, automation of part of reception
services. Marketing (R3): creative concepts,
graphic design, marketing content creation.
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Geodesy and Construction (R4): preparation of
official documents, and management support

heat maps evaluation,
Administrative work (R6): support for SMEs,

competitor

analysis.

activities. Business mediation (R5): analysis of support to tourism, promotion of social
large data sets, translations, creation of innovation.
advertising content, calculations, and analysis,
Table 2 The summarization of respondents” answers to issues of Al implementation
Question R1 R2 R3 R4 R5 R6
marketing
activities . preparation and
- geodetic and : .
culture, (promotion, - . L implementation
The focus of - construction | intermediation . -
entertainment, hotel, market L of innovation
the company - work of trade with
dance tourism research, . . and
; ) associated various goods
performances projects); L development
. . with it -
internationally projects
active
emproyees 8 (fixed) 40 (fixed) | 22(127ixed | o giveqy | 7(2fixed 5 1 15 (9 fixed, 6
ploy 10 partial) partial) partial)
1 director, 1
deputy director,
1
administration,
1 professional
director, office ofﬁ_cer for
projects, 1
. manager, head
director, - cameraman, 1
operator of business graphic
head of the deféal:];?gn()f designer, 1
reception, production, Authorized photographer, 1
financial . A
cooks, staff geodesist, destination
. manager, team - .
e . . in the ) mechanical 2 directors, 1 development
Classification | norecord in - leaders; .
Y kitchen, engineer, accountant,1 manager, 1
of individual the database - account . . A
: waitresses, geologist, IT technic, 1 destination
employees to this staff - manager, art . .
- maintenance : geodetic — designer, 2 manager, 1
job director, - .
workers, ranhic operations, 1 projectants small and
operator of dg ap — general medium
esigners, .
the relax staff business support
programmers,
centre, manager, 1
S photographers, s ;
receptionists, - : social inclusion
. social media
custodians L and employment
administrators, R
copywriter s_peuallst, 1
regional product
manager, 1
project
manager, 1
communications
officer
manager, marketing authorized internet sales regional and
From the set hotel manager, sales | surveyor and specialist, rural
of receptionist, manager, cartographer, sales agent, development
. member of - . N . T
occupations cook and marketing authorized social media specialist,
. the dance - . L
listed key - chef, helper analysis and engineer for manager, specialist in the
L choir . . .
activities in the market the product implementation
kitchen, research construction specialist, of trade
waiter, specialist, of marketing measures,
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employee of | social media engineering analysis and specialist in
the wellness manager, structures, market science,
and spa construction research research and
center, hotel supervisor, specialist, innovation
receptionist construction public development,
designer, relations specialist in
construction executive public
quality (manager), administration
control sales in the field of
technician, executive culture,
laboratory (manager) , eu funds
technician, goods programming
construction dispatcher, specialist
budgeter, goods creation (manager)
calculator, and display
manager control
(project officer, sales
manager) in | representative,
the internet sales
construction associate,
industry customer care
executive
(manager),
market
research
executive
(manager)
analysis of
In large data
In hotel Al is management files and
activities — applicable in g databases,
. — support, -
The . impact of Al | management — - translations,
oo Indancing— | . &G . preparation -
possibility of . is limited; in accounting, e creation of .
. 0;in . of official L SME business
applying Al management and in advertising .
. management ) - documents : support, tourism
in the . — potential in marketing and marketing -
h — potential - . based on the support, social
horizon - accounting, projects — . content, ! .
but without . assignments, . innovation
years 2023- . staff creative - calculations
impact on nr. - construction support
2027 planning, concepts, and transfers,
of employees - work .
part of programming, - comparisons,
S . associated :
receptionists graphic with evaluation of
agenda designs . heat maps,
landscaping .
competitor
analysis
Decn_smn_on No (partl_al Yes (3 persons
possible job managerial : :
no e — in marketing No yes (1) no
replacement activities — rojects)
(yes/no) support) proJ

Based on the results of the qualitative study we
propose a model for

Source: author’s elaboration

identification of Al

replaceable jobs in SMEs that consists of 5
process steps (Figurel).
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Figure 1: Proposed model for identification of Al replaceable jobs

IDENTIFICATION

identifying the factors that °
determine the HR impacts
(their quantity) concerning Al
implementation.

STEP
(1]
~ Al ELEMENTS IDENTIFICATION
identification of the Al
elements (their
implementation) and
evaluating their impacts
on HR in the enterprise STEP
03
IMPLEMENTATION
analysis of HR
competencies,
identification of the job
positions that are at risk STEP
of Al implementation, the 05
results summarization

STEP
02
DETERMINATION AND SELECTION
O
determination of criteria and
selection a sample of jobs to
determine the impact of Al
STEP implementation on HR in the
04 enterprise

CONSEQUECNES OF Al IMPLEMENTATION °

evaluation of the consequences in the areas: of
employment, qualification and competencies,
organizational consequences, economic and
social consequences

Source: author’s proposal (2024)

Step 1 consists of identifying the factors that
determine the impact of Al implementation on
HR (their quantity). It is necessary to investigate
internal (organizational changes, new
competencies), as well as external (trends in Al,
legislation) factors that have an impact on HR.
The part of this step is the quantification of how
many employees, processes, or business areas
and related job positions could be affected by Al.
This is necessary to be done due to the
evaluation of the range of the Al implementation
on HR.

Step 2 identifying the elements/solutions of Al
(their implementation) and evaluating their
impacts on human resources in the enterprise.
The focus is on concrete Al solutions
technologies, which will be implemented
(chatbots, tools for data analysis, automation of
accounting).

Step 3 relates to the determination of the key
criteria and the selection of a sample of job
positions to determine the impact of Al
implementation on HR in the enterprise.
Defining the key criteria is necessary (the routine
of tasks, the level of human interaction,
technology availability of Al tools, costs, risks,
and benefits). This step contributes to the
ensuring model will be based on real data about
job positions which enables to identification of
replaceable tasks.

Step 4 consists of three partial steps. The
procedure is as follows. For the selected
enterprise, the employees - their competencies
and other relevant factors will be analyzed; data
from the National Occupational Inventory will
be used as an information base and compared
with the data provided by the enterprises. From
the above set, the employees of the enterprise
who are at risk of implementing the Al
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element/system will be identified. The results
achieved for the enterprise will be summarized
and the level of job position will be also
commented on..

Within Step 5, the enterprise should analyze and
describe the consequences of the Al
implementation on their business in the
following areas: employment — the identification
of the number of employees in routine positions
and development of new positions for the Al
implementation, and the identification of the
consequences on various jobs positions;
qualifications and competencies - statement of
the new requirements and types of training of
employees; organizational consequences - the
impact on effectiveness, productivity and other
results and processes in the enterprise; economic
and social consequences — the analysis of costs,
increasing of productivity, the impact on
competitiveness, the analysis of the negative
(decrease in employability in some areas,
increase in uncertainty among employees) and
positive ( impact in social aspects, improvement
of working conditions, elimination of
monotonous and physically demanding tasks)
factors.

4. CONCLUSION

The implementation of Al presents an important
opportunity for the increase of enterprise
efficiency with an impact on productivity and
competitiveness, but on the other hand, it brings
as well various risks.

This research was focused on the identification
of work positions/tasks, which can be replaced
by Al in SMEs, based on qualitative research
among six Slovak enterprises. We proposed a
model that consists of 5 steps and provides a
systematic framework for the identification of
these challenges and could help enterprises to be
prepared for their solution.

Partial conclusions can be also drawn from the
cited literature. Al models are characterized by
complexity and diversity. Al applications do not
only present benefits - some professions and
unions feel threatened (beginnings of legal
disputes). Al applications are not limited to
simple  repetitive  problems/tasks;  their
applications are also moving towards specific
solutions that integrate data and knowledge in

the field (in correspondence with the notion of
machine learning). Al applications are based on
data and applied methods, so it is important to
confront the solutions provided with reality. Al
applications represent an important element in
the growth of the competitiveness of a company,
or a country. Al is becoming part of the
company's development strategy. Although
conclusions are drawn on the assumptions about
the impact of Al on the workforce; it is noted
that in the long run, it is problematic to state that
Al implementation will lead to an increase in
unemployment; similarly, it is also stated that Al
will create additional jobs and occupations.

The results of qualitative research showed that
Al implementation is limited to services where
specific human activity is not required; existing
solutions for the future will be coupled with
robots and the entire Al complex that will be
available  for  specific  activities. Al
implementation is possible (although limited for
now) in programming and marketing activities.
Implementation of Al in management - may
include a wide range of problems - associated
with hiring employees, their education and
training, performance evaluation, and contact
with customers for orders. A limitation/risk of
Al applications is the requirement for skilled
human resources for communication and
financial resources to purchase and operate the
relevant Al models. Going forward, the key is to
focus on the training and development of
employees so that they are ready to work with Al
technologies.

The limitation of the research is the relatively
small research sample, which, however, due to
the exploratory nature of the study, provides
sufficient insight into the investigated issue in
the context of various industries.

Further research should explore the long-term
impacts of Al implementation on the labor
market in different sectors.
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THE ROLE OF HUMAN CAPITAL IN THE ERA OF DIGITAL ECONOMY.
A SYSTEMATIC LITERATURE REVIEW

Jakub HOLUBEK, Jana MASAROVA

Abstract

Digitalisation plays a key role in today's economy, where businesses need to invest in developing the digital
competences of their human capital to remain competitive. Human capital is thus becoming an essential element of the
digital transformation process. In this context, increasing investment in human capital is an essential strategy to foster
innovation and sustainable growth. Although the existing literature addresses various aspects of human capital in the
digital economy, a systematic review of the most relevant research areas is still lacking. The aim of this study is
therefore to identify current research directions regarding the role of human capital in the digital era. Based on an
analysis of peer-reviewed articles from the Web of Science database, published in SSCI journals in Q1 and Q2
categories, we identified key research areas using the PRISMA method. The most frequently researched topics include
the importance of human capital, the development of digital competencies, investment in innovation and business
performance. This study provides a systematic literature review that can serve as a foundation for future research

initiatives in the digital economy and human capital development.
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INTRODUCTION

Today, we are witnessing rapid digital and
technological changes that are shaping the way
companiesoperate and, more importantly,
changing established work processes. (Hossain
et al., 2024). These changes involve integrating
elements of digital transformation into all
aspects of the enterprise (Liu et al., 2024). The
speed at which businesses adapt to these changes
has become a critical factor for competitiveness
in the current economy (Ferrer-Serrano et al.,
2024). Human capital plays a major role in this
adaptation process (Stephany & Teutloff, 2024;
Van et al, 2023). Increasing competitive
pressures are forcing firms to promote and
develop their human capital, especially their
digital competences (Chaudhuri et al., 2023;
Heubeck & Meckl, 2022; Hossain et al., 2024).
Continuous learning is essential, especially
because human capital represents a source of
innovative and creative thinking that machines
are not yet able to fully replace (Ji et al., 2023).
Keegan & Meijerink (2023) add that human
capital is a major key to moving forward and to
maintaining a company's competitiveness. Not
only businesses but also universities are already
responding to this fact and are increasingly

trying to educate students in digital
competencies so that they are more prepared for
working life (Canal et al., 2024; Ji et al., 2023;
Moncada et al., 2024).

Empirical findings in recent years highlight the
role of human capital as a source of innovative
progress (Cabrilo et al., 2024). Therefore, Canal
et al. (2024) in their research call for
transforming education systems so that future
employees acquire the necessary digital
competencies  associated  with  business
transformation before they enter the workforce.
They also add that higher education in particular
has a significant impact for the current digital
economy and for human capital development. Ji
et al, (2023) add that it is essential to teach
students innovative competencies through the
development of higher education. Fostering
high-quality ~development is essential for
building talents who bring innovation in the
current digital era. It is the ability to innovate
and the subsequent investment support that is
essential for businesses to remain competitive
(Moncada et al., 2024). At the same time, human
capital plays a key role in economic
development precisely because of the innovative
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capabilities that enhance business performance
(Simionescu et al., 2021).

The authors of numerous academic studies agree
that human capital is an essential component in
the era of the digital economy. Despite this
research, a systematic and comprehensive view
of the role of human capital in the digital
economy is still lacking. Therefore, the aim of
this research is to identify current research
directions in the field of human capital and the
digital economy. In addition to identifying the
main research themes, two research questions are
identified to complement the systematic
literature review.

RQ1: What keywords do authors use most often
in their publications?

RQ2: Which authors are the most cited on the
subject?

For the purpose of gathering the necessary
literature, the Web of Science database was used,
where only journals indexed in SSCI in the
categories of management and economics were
identified as Q1 and Q2. Books and conference
proceedings were not included in the systematic
literature review. The PRISMA method was used
for the systematic literature review (Page et al.,
2021). Bibliometric analysis using VOSviewer
was used to identify keywords and most cited
authors.

The  following  chapters  explain  the
methodological procedures, in particular the data
collection procedures and the way of their
subsequent evaluation. Then, the most relevant
research themes for the period 2020-2024, which
were identified in the systematic literature
review, are presented in the results and
discussion. Implications for science and practice
are also presented, and finally, the most
significant results, research strengths and
weaknesses, and suggestions for further research
are summarised.

2. RESEARCH METHODS

A sample of publications (n=28) was used
in the research. This sample includes

publications that directly address the issue of
'human capital and the digital economy'. They
were published between 2020 and 2024 in
journals indexed in the SSCI Web of Science
scale as Q1 and Q2. Based on the ranking of the
journals at the top of the SSCI scale, it is
possible to define their quality and importance in
terms of contributions to science. The data
collection itself was carried out through the Web
of Science database, which provides a wide
range of high quality peer-reviewed journals. For
the purpose of selecting and retrieving relevant
publications, the PRISMA method was used.
PRISMA contains checklists with seven sections
and items that govern the areas of the systematic
literature review, such as eligibility criteria,
sources of information, search strategy, selection
process, data collection process, and an elaborate
flow chart (Page et al., 2021). The main
advantages of the PRISMA method are the
adherence to strict rules that lead to the
presentation of all necessary information to
assess credibility and transparency and, above
all, the elimination of subjective bias (Rézsa et
al., 2023). The final PRISMA selection and
selection process is illustrated in Figure 1.

In a first step, keywords (human capital
and digital economy) were identified and used
to search for published articles (n=780). Next,
publications were filtered based on the span of
2020 to 2024 (n=496). We focused exclusively
on articles, while conference papers and books
were not considered (n=453). Subsequently,
the management and economics categories, the
SSCI index, and the filtered journals that
ranked as Q1 and Q2 in the SSCI scale were
determined (n=28). The filtering of journals
was performed using the Journal Citation
Report tool. The PRISMA method resulted in
28 articles published in 20 journals.

To complement the systematic literature
review, two research questions were set. Using
bibliometric analysis, the keywords most
frequently used by the authors were identified.
In addition to the identification of keywords,
the most cited authors in the subject were
identified through bibliometric analysis.
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Figure 1: PRISMA cell selection process
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In a first step, keywords (human capital and
digital economy) were identified and used to
search for published articles (n=780). Next,
publications were filtered based on the span of
2020 to 2024 (n=496). We focused exclusively
on articles, while conference papers and books
were not considered (n=453). Subsequently, the
management and economics categories, the SSCI
index, and the filtered journals that ranked as Q1
and Q2 in the SSCI scale were determined
(n=28). The filtering of journals was performed
using the Journal Citation Report tool. The
PRISMA method resulted in 28 articles
published in 20 journals.

To complement the systematic literature
review, two research questions were set. Using
bibliometric analysis, the keywords most
frequently used by the authors were identified. In
addition to the identification of keywords, the
most cited authors in the subject were identified
through bibliometric analysis.

The methods used bring concrete limits.
The main limitation of the PRISMA method is
the fact that its results are quantitative in nature.
It relies on quantitative data and does not take
into account the quality of the individual
variables that enter into it. Therefore, it is
necessary to have clearly defined rules for the
selection of the sample that enters the method,
e.g. by filtering only the most reputable journals.
Similarly, the limitation of bibliometric analysis
is the restriction to quantitative data only. Thus,
high quality articles that are published in less
prominent journals are not included in the given
sample that enters the analysis. Another
limitation is that bibliometric analysis assesses
quality based on the number of citations of a
given article. A final limitation is that the
bibliometric analysis ignores the content context
of the article and relies solely on numerical
values.

3 FINDINGS AND DISCUSSION

Current research published between 2020
and 2024 mostly points to the fact that human
capital has an indispensable role to play in
today's digital economy. Human capital is seen
as a vehicle for innovation, without which
businesses would not be able to sustain their
competitiveness (Simionescu et al., 2021). For

example, research Hossain et al., (2024) aimed
to provide a model to enhance the digitalisation
of SMEs. The authors concluded that human
capital plays an indispensable role in bringing
strategic innovations that contribute to the
digitalization of SMEs. Similar findings were
also reached by Keegan & Meijerink, (2023)
who add that human capital is an essential
element of enterprise value creation. Therefore,
it is important to continuously educate human
capital and develop their digital competencies. Ji
et al., (2023) state that the promotion and
development of universities is required and
necessary in this new era. The aim of their
research was to investigate how high-quality
higher education can provide innovative
solutions in economic development decision-
making in the digital economy era. The findings
showed that Chinese regions that have higher
quality universities perform better economically
than regions that have fewer or no universities.
The overall findings suggest that high-quality
digital competency development is necessary not
only for businesses to remain competitive but
also for regions to grow economically. In the
same way, research Canal et al, (2024) concludes
that higher education has a major impact on
boosting the economy and developing human
capital.

The main role of human capital is to deliver
innovations that support digital transformation
and business performance (Chaudhuri et al.,
2023; Chen et al.,, 2024). Businesses are
constantly compelled to invest in these
innovations. Research conducted by Moncada et
al. (2024) found that businesses most often
invest in innovations that were delivered by
human capital with the highest education and
most advanced digital competencies. Further, the
research Qin et al, (2024) revealed that SMEs are
also compelled to invest in research and
development of new innovations to maintain
performance and competitiveness. Yu et al,
(2024) add that enhancing investment in
enterprise innovation through digital
transformation is an important strategy to
promote innovation across the market. Thus,
digital transformation facilitates technological
innovation, promotes human capital and thus
contributes to higher enterprise performance
(Cabrilo et al., 2024; Chaudhuri et al., 2023; W.
Yu et al., 2023; Zhao & Fang, 2023).
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The main objective of the research was to
identify current research directions in the field of
human capital and the digital economy. Based on
a systematic literature review, the following
research themes were identified: the importance
of human capital, the development of digital
competencies, investment in innovation and
business  performance. A  comprehensive
overview of published articles and their research

topics is presented in the appendix (Table 1).
Through bibliometric analysis, we identified the
most used keywords mentioned by the authors in
their papers. Specifically, these are the terms:
performance, human capital, innovation and
digital transformation.

Figure 2: Bibliometric analysis of keywords

gréwth

infpact
straflegy
economy
digital trdggformation perf“nce neibrks 1
employment
firm performance digitalization  technology
future

competitiveladvantage

resource-based view
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% VOSviewer

&

innovation
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competitiveness

Source: Processed by the authors

Next, the most cited authors whose ideas
were relied upon by the current authors of the
articles were identified. Specifically, these
authors are Barney (1991) and Fornel (1981)

with a citation count of 5. The current most cited
authors in the study area are Large (2020), Vail
(2019), and Warner (2019), with each author
being cited 3 times within the identified articles.
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Figure 3: Bibliometric analysis of the most cited authors on the subject
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The research provides a systematic and
comprehensive list of available quality resources
that can assist authors in their personal research
on the role of human capital in the digital
economy era. In addition, the results may be
beneficial for businesses undergoing the digital
transformation process. Digital transformation
has a significant impact on their performance.

4. CONCLUSION

Human capital plays a significant role in the
current era of digital technology, as evidenced
by the numerous leading scientific research
papers in top journals. Despite the widespread
evidence of the importance of human capital,
there has not yet been a systematic and
comprehensive review of scientific knowledge
that brings together the most up-to-date scholarly
contributions on the topic. Therefore, the aim of
this research was to identify current research
directions in the field of human capital and the
digital economy. Based on the PRISMA method,
28 articles in 20 major journals were identified.
By analyzing the articles, 4 major research
themes were identified that were addressed by
the authors of the research articles. The first and
most significant theme was the importance of
human capital. The second theme was the need
to develop digital competencies. The third most
prevalent theme was investment in innovation

and the last theme was business performance. At
the same time, the commonly used keywords
that were most frequently mentioned by the
authors in their research were clarified. In
addition, the most cited authors that researchers
relied on in their current research were defined.

The limitations of the research lie mainly in
the chosen database, index, quartile and years of
selection (Web of Science/SSCI/Ql and
Q2/2020-2024). Therefore, it is not possible to
generalize our findings to other databases and
years. Despite these limitations, the assumption
is that findings published even in a narrow
selection of high-quality journals reveal the
current direction of the field to the required
extent.

Future research could extend the systematic
literature review for future years. Similarly,
future research could address issues of human
capital engagement, motivation and satisfaction
in the digital economy.
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ATTACHMENTS
Table 1 Systematic literature review
Theoretical
Authors Year Goal framework Method

Analyse the distribution
and characteristics of
firms  investing in
software development
and focus on the areas

Software development is
seen as a central element of
digitisation and innovation,
and is compared to
investment in research and

Analysis of data from a
unique firm-level survey

Andersson, M., of their investment, Jevelopment (R&D). 3 929 firms  across
. L Theoretically, in-house . .
Kusetogullari, o023 ©Xamining the software  develooment s Sweden to identify the
A, & importance of software thouaht to be passociate q distribution,
Wernberg, J. development as a form _ . g . - - characteristics and
- . . with large innovative firms . .
of digital innovation in hiah-tech and knowledde- investment focus of firms
and its impact on . ¢ . 98 in software development
o intensive industries,
competitive advantage A :
. Lo suggesting its key role in
in a digitalised | "$°: "
building competitive
economy
advantage.
Deepen understanding The study uses a
of the contingency and The article is based on the neoconfigurational
complex theory of intellectual capital, approach and fuzzy-set
interrelationships which includes traditional qualitative  comparative
between (human, structural and analysis (fsQCA) to
multidimensional relational capital) and new identify multiple conjoint
intellectual capital (IC), dimensions (renewal capital, causes of high innovation
technological entrepreneurial capital, trust performance. The data are
Cabrilo, S., knowledge capital), and the concept of drawn from a survey
Dahms, S., & 2024 management (KM) and digital technological conducted among 102
Tsai, F. innovation outcomes in knowledge management publicly listed firms in
dynamic business (KM) as a key driver of Taiwan. The research
environments. innovation performance. revealed four archetypes
Specifically, explore The combination of these (causal recipes) that
causal recipes for high components creates the illustrate the relationships
innovation performance conditions for open and between different
based on different collaborative innovation in dimensions of IC, digital
dimensions of IC and the digital era KM and  innovation
digital KM practices. performance
Examine how The study draws on theories DigCompEdu, a validated
Canal, M., de educators' digital of the economics of tool that assesses
Obesso, M., & 2024 Ccompetencies affect education and evidence- educators' digital
Rivera, C. student learning based learning, focusing on competencies, was used to

outcomes, as measured
by their perceptions of

the effectiveness of
investments in educators'

collect the data. The data
was collected through an
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learning and learning
outcomes. The aim is to
develop a model for
understanding the
impact of educators'
digital competencies as
a specific factor of
pedagogical

intervention on learning
outcomes, thereby
providing a basis for
educational policy and

digital competencies. Higher
education is seen as key to
economic development and
human capital building. The
study examines the
relevance of professional
engagement and  digital
teaching skills as factors of
teaching effectiveness

online questionnaire that
was self-administered by
the respondents.
Correlation analysis and
structural equation
modeling (SEM) using
partial  least  squares
method (PLS-SEM) were
applied to analyze the data

higher education
management
A two-stage analysis was
iitalisation i used to analyse the
Examine the Digitalisation is seen as a relationship between
relationship  between key factor influencing global digitisation and
the level of cooperation and technology technology transfer. The
digitalization and the exchange.  The re_se:arch network analysis
effectiveness of challenges _the traditional identified atterns  of
Ferrer- technolo transfer view of the linear impact of coIIaborationpbetween 31
Serrano, M., (TT) %cusin on digitalization on TT and countries and 2 890
Fuentelsaz, L., 2024 i dent,ifyin v?/hether identifies specific indicators oraanisations
& Gil-Lamata, countries £\;Nith medium of digitalization Sugbse uentl . a clusterin
M. levels of digitalization (connectivity, human and qANO)\//‘A methog
erform bettger in TT capital, integration of digital verified differences in TT
P : .. technologies) that can -
than  countries with . L effectiveness by level of
. influence the position of . =% -
higher levels of . . digitisation based on data
digitalization countries - within - the  TT from Horizon Europe and
network L
the  Digital Economy
Index
Using cluster analysis, EU
countries were divided
Examine how The study focuses on the :Rr’];g cglcre?s » (%Qﬁi?\tgg
digitisation is link- between _digitalisation Inng/vatoré) accordin tc;
. g . and the circular economy, R 'ng
Gil-Lamata, supporting the . . their circular behaviour. A
e . analysing  their  mutual :
M., Fuentelsaz, 2023 transition to a circular effects and  identifying subsequent analysis of
L.,&Latorre- economy (CE) in EU important variables such as variance _ (ANOVA)
Martinez, M. Member States and S - examined differences in
’ S . .. human capital, integration of ... " :
identify key digitisation digital technologies  and digitisation variables
drivers affecting CE g g between these groups,

digital public services

which allowed to identify
key drivers of variability
in OH
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Heubeck, T., &
Meckl, R.

2022

Examine the impact of
dynamic  managerial
capabilities (managerial
human capital, social
capital and cognition)
on the innovativeness
of firms in the digital
economy, with an
emphasis on their role
in the context of
Industry 4.0

The study is based on the
theory of dynamic
managerial capabilities,
presenting them as a key
factor supporting innovation
in digital firms. It extends
existing knowledge on their
importance in digital versus
non-digital industries

The analysis is based on
data from the Industry 4.0
survey of German
manufacturing companies.
The data was processed
using regression analysis
to examine the impact of
the individual components
of managers’ dynamic
capabilities on  firms'
innovativeness

Hossain, M.,
Rahman, M.,
Cater, T., &
Vasa, L.

2024

To provide a model to
strengthen the
digitization of small
and medium enterprises
(SMEs) in Bangladesh
that focuses on
strategic innovation
(SI) and its impact on
digitization in  the
context of the digital
economy

The study is based on
research on strategic
innovation (SI) and its
impact on digitalisation,
highlighting the role of
human capital (HC),
infrastructure and
technological and resilience
factors in SMEs

A survey of 180 SMEs in
the Bangladeshi
manufacturing sector was
used to collect data. The
analysis  focused  on
identifying patterns
between strategic
innovation, human capital
and digitalization in SMEs

Chaudhuri, R.,
Chatterjee, S.,
Vrontis, D., &
Vicentini, F.

2023

Empirically examines
the relationship
between human capital
and entrepreneurial
ecosystems,  focusing
on the role of digital
knowledge  capacity,
innovation capacity and
technological
disruption

The study builds on the
theory of the resource-based
view (RBV) and absorptive
capacity to develop a
theoretical model of
entrepreneurial  ecosystems
that incorporates human
capital, digital and
innovation capacity, and
technological turbulence

The study uses literature
inputs to develop a
theoretical model, which
is then validated using
structural equation
modelling technique, with
data collected from start-
ups in India

Chen, H.,
Yuan, B., Li,
Z.,&Bai,T.

2024

The study elucidates
the theoretical
mechanism through
which the development
of the digital economy
(DE) affects smog
pollution  (SP), and
empirically  examines
this relationship using
panel data from China

The industrial  structure
coordination perspective is
used to explain the
relationship between DE,
smog pollution and
industrial structure
development, incorporating
industrial structure
rationalization (ISR) and
industrial structure
advancement (ISA)

Panel data on 214 cities in
China over the period
2010-2019 are used for
empirical  analysis to
explore the relationships
between  the  digital
economy, industrial
structure smog
pollution

and
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Ji, M., Jiao, Y.,
& Cheng, N.

2023

The study aims to
explore  how high-
quality higher

education can provide
innovative solutions in
economic development
decision-making in the
digital economy (DE)
era, with an emphasis
on the role of higher
education in economic
development and
human capital
cultivation

The study analyses the role
of higher education in
economic development,
highlighting the importance
of human capital for
economic development.
Innovations are supported
by a methodology for
assessing the quality of
economic development
through system indices and
regional gap analysis

The methods used are
entropy  weighting in
intelligent decision
making, TOPSIS sorting
technology, and analysis
of regional differences
using the average
logarithmic deviation, the
Theil index, and the Gini
coefficient. The data
cover the period 2015-
2021 for the province of
YREZ

Keegan, A, &
Meijerink, J.

2023

The study aims to
rethink the assumptions
of Lepak and Snell's
(1999) human resource
management  (HRM)
architecture model,
which considers
contractors as low-
value human capital
contractors, in  the
context of  digital
technologies and
algorithmic

management that
enable organizations to
manage external
workers more
effectively

The study criticizes the
original HRM model, which
links the value of human
capital to internal hiring and
minimal management of
external staff. The new
perspective emphasizes the
importance  of  external
workers who are effectively
managed using algorithmic
technologies, which
enhances their contribution
to innovation and the
competitive advantage of
organizations

The authors draw on an
analysis of modern online
work  platforms  and
algorithmic management,
challenging traditional
assumptions about
outsourced workers and
HRM practices. Based on
this analysis, they propose
an extension of the
original model to include
new factors related to
digital technologies and
outsourcing

Lin, Y., & Li,
C.

2023

The study focuses on
analyzing the impact of
rural e-commerce
agglomeration on
family farms in the
Yangtze River Delta
region of China, to
explore how digital
technologies such as
5G, Al and blockchain

contribute to
agricultural

development and
increasing the

efficiency of family
farms

Drawing on agglomeration
and digital transformation
theory, the study explores
the different mechanisms
that enable rural e-
commerce to contribute to
the development of family
farms. Attention is paid to

knowledge spillovers,
infrastructure sharing and
labour  adjustment that
promote growth and

productivity gains

Methods such as fixed
effects, GMM, spatial
Durbin model, and
mediating effects model
were used to analyze the
impact of agglomeration
of rural e-commerce on
family farms, using an
urban panel dataset from
2015 to 2020
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The study examines the
impact of investment in
digital technologies on
labour demand in the
manufacturing  sector,

The research draws on
digitalisation and human
capital theory, which

The Unioncamere
Piemonte quarterly survey
was used for the analysis,
which provided data on
investment in  digital
technology and its impact

Moncada, R., N . . . . on employment. The
with an emphasis on examines how investment in
Carbonero, F., . . - - survey focused on a
2024 the relationship digital technologies affects Lo
Geuna, A, & . . sample of non-microfirms
. between digital the demand for different o
Riso, L. - - - and used quantitative
investment and the worker skills, with an methods o assess the
likelihood of emphasis on technical and impact of these
employing workers science education (STEM) invistments on the
with different levels of
education de_mand_ for employees
with different levels of
education
The aim of this paper is
to examine dynamic
capabilities as & The studv is based on The research is based on
second-order construct d Lay bilities th the analysis of data
and to identify their ynamic capabilities theory, collected  from 242
antecedents which examines how firms tourism  enterprises in
develop the ability to adapt .. P .
(antecedents) and . Vietnam, using
to changes in  the o
Nguyen, H., outcomes. The study environment  and ain quantitative methods to
Pham, H., & 2023 examines the impact of competitive advanta eg It assess the impact of
Freeman, S. various factors such as p ge. various factors on
. considers factors such as .
human capital, human canital dynamic capabilities and
organizational learning, I _capital, - oir subsequent impact
- organisational learning and R
environmental L2 . on the competitive
. - digital tools that support this
dynamics and digital flexibilit advantage of the
marketing on dynamic Y enterprises
capabilities of tourism
enterprises in Vietnam
The aim of the study is
to use the pillars of . .
sustainable No_n_—ll_near regression and
competitiveness (social, The study builds on the ?Xﬁﬁl)almgggéala n?it;/:/jozlg
economic, concept of  sustainable annual  data ff(?m 33
. environmental and competitiveness and its -
Petkovski, I., energy) to assess relationship to digitalisation European countries over
Fedaev, A., & 2022 ENereY) - P 9 . ' the period 2010-2016 are
international focusing on  economic, Lo
Bazen, J. . - used to identify patterns
developments in environmental and energy between drivers of
digitalisation and to factors as key determinants -
T sustainable
understand the patterns of progress in digitalisation - d
between competitiveness an
digitalisation

competitiveness  and
digitalisation
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Qin, J., & Lin,
J.

2024

The aim of the study is
to examine how CEOs'
foreign experience
influences the digital
transformation of firms,
while also examining
the interaction of this
experience with other
firm resources

The research draws on
senior floor theory, which
emphasises the importance
of senior leadership
experience and education in
shaping decision-making
processes, particularly in the
digital transformation of
businesses

The study wuses panel
analysis with data from
790 Chinese listed firms
between 2007 and 2019.
The research investigates
the impact of overseas
CEO experience on digital
transformation, taking into
account factors such as
firm inactivity and the
presence of digital leaders

Qin, J,,
Subramanian,
A., & Lin, J.

2024

The aim of the study is
to investigate  how
managerial capabilities
influence the impact of
research and
development (R&D) on
the financial
performance of high-
tech small and
medium-sized
enterprises (SMEs),
and how the external
environment (such as
the economic situation
and the development of
the digital economy)
influences this
relationship

The research uses a
combination of resource
management  perspectives
and managerial capabilities
research, focusing on how
managerial capabilities can
mitigate or amplify the
impact of R&D on the
financial performance of
high-tech SMEs

The study uses a
moderated model and
panel analysis on a sample
of 256 Chinese high-tech
SMEs from 2007 to 2019.
The research examines
how managerial
capabilities affect the
relationship between
R&D and financial
performance, taking into
account factors such as
the economic downturn
and the development of
the digital economy in
regions

Ren, S,, Li, L.,
Han, Y., Hao,
Y., & Wu, H.

2022

The aim of this
research is to examine
the impact of digital
economy
agglomeration on
inclusive green growth
and to identify the
transmission
mechanism by which
the digital economy
affects this growth in
China. The study also
aims to analyze the

impact of the
"Broadband China"
policy on inclusive

green growth at the
local level

The research is based on an
inclusive  green  growth
model that integrates aspects
of ecological, economic and
social ~ development. A
combination of
methodologies such as the
Slacks measure of
directional distance
functions (SBM-DDF) and
the global  Malmquist-
Luenberger index (GML)
are used to measure
inclusive green growth and
the geographical
concentration of the digital
economy. The transmission
mechanism includes factors
such as energy consumption,
pollution, economic growth,
human capital, industrial
structure and technological
progress

The research uses panel
analysis for 282 cities in
China from 2004-2019 to
measure inclusive green
growth.  The  digital
economy is  assessed
based on  geographic
concentration. A spatial
difference-in-differences

(SDID) model is used to
analyze policy effects,
examining the impact of
the "broadband China"

policy

39




SOCIALNO-EKONOMICKA REVUE / 02 - 2024

Seet, P.,
Jogulu, U.,
Cripps, H., &
Nejati, M.

2023

This research focuses
on exploring the impact
of the sharing economy
on the employability of
women, specifically
mothers, through
digital peer-to-peer
(P2P) platforms. The
authors explore how
these platforms can
influence women's
perceptions of
employability, improve
skills  and  unlock
human capital through
technology acceptance

Drawing on human capital
theory, the research explores
how  sharing  economy
platforms can help women
overcome skills degradation
issues and improve the
signalling of their
capabilities to potential
employers. In  addition,
social interactions between
mothers are explored, which
may support future self-
employment or
entrepreneurship

The research used a
pragmatic approach with a
single case study design,
applying the Gioia
methodology. Data
collection was conducted
using a semi-structured
telephone  survey that
explored mothers'
decisions regarding the
use of a new P2P mobile
application that supports
their employability. The
analysis was inductive,
using thematic analysis
and structural equation
modelling  using  the
partial  least  squares
method (PLS-SEM)

Simionescu,
M., Pelinescu,
E., Khouri, S.,
& Bilan, S.

2021

The aim of this paper is
to examine the role of
innovation, foreign
direct investment (FDI)
and human capital in
promoting the
competitiveness of
European  economies,
focusing on their
impact on
competitiveness growth
in the digital economy

The research extends the
Cobb-Douglas  production
function to include
competitiveness factors such
as foreign direct investment,
innovation and  human
capital. The framework
focuses on how these factors
affect economic growth and
competitiveness at the EU-
28 level

The research uses panel
data from EU-28 countries
over the period 2004-2018
to empirically test the
impact of innovation, FDI
and human capital on
competitiveness. The
model extends the
traditional Cobb-Douglas
function with factors such
as GDP per capita, labour
force, R&D expenditure,
and FDI. The results are
analyzed through these
extended economic
formulas to determine the
impact of these factors on
economic growth and
competitiveness
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Stephany, F., &
Teutloff, O.

2024

The aim of this
research is to determine
which skills are the best
investment for workers
and firms in the context
of technological
change, based on the
complementarities
between different
skills. The research
aims to analyse how the
combination of
different skills affects
their economic value
and to identify the
skills that contribute
most to increasing
workers' wages and
competitiveness

Research suggests that the
value of skills is determined
by the complementarity
between different types of
skills. Skills that can be
combined with other
valuable skills have a higher
economic  value.  This
approach includes  an
analysis of Artificial
Intelligence  (Al)  skills,
which have particularly high
value due to their strong
complementarity with other
technical skills and the
growing demand in the
labour market

The researchers analysed
a set of 962 skills and
found that their economic
value is highest when
combined with  other
skills, particularly in areas
such as artificial
intelligence. The research
tested the model on Al-
related skills and found
that these skills increase
workers' wages by an
average of 21%. The
model was developed to
identify the most valuable
skills and to provide
recommendations for
digital  reskilling and
education and labour
market policy

Tang, L., Xu,
Z., & Lyu, X.

2023

The purpose of this
study is to investigate
the impact of the host's
reputational asset (host
popularity) and human
capital (speed of entry
and managerial
seniority) on  the
expansion of the shared
accommodation

business, using
resource-based theory.
The research focuses
on digital  micro-
entrepreneurs in the
shared accommodation
industry,  specifically
on the Airbnb platform

Resource-based theory is
used to explain how factors
such as host popularity and
speed of entry affect
expansion in the sharing
economy. The research also
takes into account
managerial seniority, which
can affect the success of
business expansion

The study wuses data
collected using a Python
web crawler from the
Airbnb platform,
specifically collected from
2013-2018 in Beijing. The
data on 348 hosts were
analyzed using ordinary
least squares regression
model with year fixed
effect. This model focuses
on examining the impact
of host popularity, speed
of entry into the business,
and managerial seniority
on the expansion of hosts'
business

Toma, S., &
Hudea, O.

2024

The aim of the research
was to find out the
views of Generation Z
students on the skills,
abilities and
competencies needed in
the era of artificial
intelligence systems

The research contributes to
the literature on the
relationship between human
capital and the era of
artificial intelligence and
offers new insights into the
structure of necessary skills,
competences and
capabilities in the digital
society

A quantitative research
method through an online
survey was used,
analysing a sample of 352
undergraduate students in
Romania. The data were
processed using SPSS
17.0 statistical software
and the methods used
included principal
components analysis and
correlation analysis
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The study examines the
impact of human
capital (manager and
employee capital) and
orientation (market and
entrepreneurial

The research focuses on the
importance of human capital

The study uses a
quantitative ethodological
approach and empirical
analysis based on a

orientation) on and business orientation as random sample of 368
Van, I., . L
accelerating key factors for driving managers and owners of
Kotaskova, A., R, AT . .
) 2023 digitalisation and digitisation and business food processing
Ferraris, A., & . . . e . . .
improving business performance, highlighting enterprises in Vietnam.
Le, T. ° .
performance. It also the role of supply chains as The analysis of the
examines the role of intermediaries in this relationships was
supply chains as direct process conducted using structural
and indirect mediators equation modelling
between  digitisation (SEM)
and business
performance
The study examines f[he The research is based on the Panel_ regression model,
impact of building assumotion  that  digital quantile regression model,
digital infrastructure on infrast?ucture ositi?/el panel threshold model and
the resilience of China's affects the resiIiF:ance o); spatial Durbin model were
production chain, . - . used for the analysis.
- industrial  supply chains, -
Yang, L., & focusing on the . - These techniques were
h 2024 : .+ while also examining the . - :
Liu, Y. mechanism and spatial . applied to investigate the
. .. heterogeneity of effects . .
impact  of  digital . - internal mechanism and
. across regions depending on L L
technologies on the . spatial impact of digital
. . .+ the level of economic :
ability of industrial - . infrastructure  on  the
- - development, financing and .
chains to cope with the human canital resilience of the
risks of disruption P production chain in China
Fixed-effects and random-
effects regression methods
were used to analyze data
from companies listed on
. The research is based on the the  Chinese  A-share
The study examines the . h digital K h iod
impact  of digital premise  that igital market over the perio
- transformation can promote 2012-2021. Instrumental
transformation on . L . -
- - . investment in innovation, variables model was used
business investment in - ;
Yu, J., Xu, Y., - - - . but can also have a negative to control for endogeneity,
innovation in China, . S .
Zhou, J., & 2024 f . intermediation effect and panel regression was
ocusing on total factor .
Chen, W. roductivity and  the through total factor applied to analyze
P y productivity (TFP), leading heterogeneity. These

mechanisms that
influence this dynamic
between 2012 and 2021

to competition for capital
and labour inputs between
production and innovation

methods allowed us to
identify the mechanisms
that influence the impact
of digital transformation
on innovation investment
in different groups of
firms
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Yu, W., Du, B.,
Guo, X., &
Marinova, D.

2023

The purpose of this
paper is to examine the
relationship between e-
commerce and total
factor productivity
(TFP) at the
manufacturing firm
level in China from
2015 to 2021, and to
empirically test
whether  e-commerce
can improve the
productivity growth of
manufacturing firms

E-commerce, used directly
by manufacturing firms, has
the potential to increase TFP
growth. This impact is
underpinned by two main
factors: the supply of quality
human capital and more
effective market competition
between firms. E-commerce
contributes to TFP growth
through attractiveness for
highly skilled human capital
and  improved  market
concentration, thereby
reducing the intensity of
market competition

The research relies on an
empirical analysis based
on data from 178
manufacturing companies
listed on China's A-share
market, examining the
effects of e-commerce on
TFP between 2015 and
2021. Methods include
quantitative models to test
the impact of e-commerce
on productivity and to
identify the factors that
influence this impact

Zheng, H., &
Ye, A.

2024

The purpose of this
study is to examine the
impact of enterprise
digital transformation
on technological
innovation in Chinese
A-listed manufacturing
firms between 2010
and 2019. The study
focuses on the
mechanisms  through
which digital
transformation
promotes technological
innovation

Digital transformation can
support technological
innovation in a variety of
ways, such as reducing
costs, increasing human
capital ~ efficiency  and
deepening R&D
collaboration. These factors
are seen as key channels
through  which  digital
transformation  influences
technological innovation in
enterprises

The research is based on
the analysis of data from
manufacturing enterprises
listed on China's A-share
exchange between 2010
and 2019. The study
employs quantitative
methods conducts
robustness and
endogeneity tests to verify
the  effectiveness and
impact mechanism  of
digital transformation. It
also analyzes the
heterogeneity — of  the
impact of digital
transformation on
technological innovation
depending on the regional
development of the digital
economy and the capital
intensity of enterprises

and
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AGING OF THE POPULATION AND IMPACT ON THE LABOR MARKET IN THE SR

Alexandra HOTKOVA

Abstract

The main goal of the research is to specify the aging of the population in the Slovak Republic and its impact on the
labor market. Data obtained from research and current literature serve as a basis for further investigation and offer an
overview of new trends related to aging and employment. Based on them, we focused on selected indicators of
population aging and their expected development. Since aging affects the whole society, it is necessary to include in
the analysis the labor market, the structure and state of the workforce, as well as its future development. The
importance of this research stems from the fact that aging is a global and complex process that cannot be stopped.
Therefore, it is important to understand its dynamics, anticipate possible future changes and look for ways to mitigate
its negative consequences. The results indicate that society is going through and will go through significant
demographic transformations that will affect almost all areas of life. With the decrease in the total number of
inhabitants, the demographic structure also changes, while the trend of reducing the pre-productive and productive
components can negatively affect economic growth. At the same time, the growing population in the post-productive
category can put pressure on the social system and healthcare. The consequences of these changes are extensive, from
the need to adapt education and retraining programs to the need for changes in employment policy. This process
requires an interdisciplinary approach that takes into account the needs of different age groups and sectors. To ensure
sustainable development, it will be necessary to invest in technologies and innovations that could support labor
productivity and, to some extent, substitute for labor shortages. The findings confirm that the population of the Slovak
Republic is aging and the speed of this process has a fundamental impact on the labor market and society as a whole,
which requires a systematic approach to the planning and implementation of policies reflecting this challenge. I also
consider it important to involve employers, who should be motivated to create flexible working conditions and an
environment that supports diversity and inclusion in the workplace.
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aging, population, labor market

JEL Classification J11, J21
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INTRODUCTION

Aging of the population, or population can be
characterized as a long-term trend, the
manifestations of which are changes in the age
structure, changes in demographic indicators and
changes in the structure of the labor force
(Armstrong-Stassen and  Schlosser, 2011).
Demographic aging is considered a key element
of the demographic transition, and its state and
development are influenced by many other
demographic phenomena (birth rate, mortality,
migration and others). According to Fernandes et
al. (2023), population aging is taking place due
to the decreasing influx of newborns and the
insufficient outflow of older residents. Barsukov
and Kalachikova (2020) understand the aging of
the population as a global system that is in a
transition period, passing from the phase of
implementation of demographic dividends. In

the past, aging research focused mainly on
identifying it and quantifying its rate and level.
Currently, the authors focus mainly on the
impacts, consequences and influences that it
brings with it. Among the most serious findings,
I include the effects on economic growth, the
slowdown in GDP/capita growth (Cooley and
Henriksen, 2018), the slowdown in the rate of
economic growth (Lee and Shin, 2021), changes
in labor productivity and the average
consumption of people of working age (Mason
and Lee, 2022), production growth, investment,
savings, interest wages and others (Sun, et. al.,
2019). Most authors researching population
aging agree that population aging is a global
process that takes place on a global scale and
affects all countries of the world, on the basis of
which this process becomes a trend. However,
the examination of its most significant causes,
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impacts, influences and possible solutions must
be carried out with a specific country in mind.
The reason is simple, the aging of the population
and its level results from the rate of birth,
mortality, fertility, population structure, social
policy, level of health care and much more. This
fact raises the need for research at the national
level (or in a smaller area), due to the variability
of the investigated indicators depending on the
area (Fernandes et al., 2023). The validity of
research and the economic impacts of aging are
confirmed by many authors with the conclusions
of their research (Cylus and Tayara, 2021
Xinyue, 2023; Wen-Hsin et al., 2019).

This study focuses on specifying the aging of the
population in Slovakia and its impact on the
labor market, specifically on the state and
structure of the labor supply. We start from the
guantitative analysis of basic and extended
indicators of population aging and from the
primary mapping of the population and its
structure in Slovakia.

The originality of the research lies in the
extended methods used, the results of which
offer a broader view and illumination of the
context of the investigated issue. The research
results provide important findings that are the
basis for strategic planning in matters of
employment policy, social and pension policy,
measures on the labor market, for the creation of
support systems by the state, but also for
employers as basic information mapping the
current situation on the labor market and its
upcoming developments.

The structure of the article is as follows. In the
theoretical part, the results of scientific studies in
the field of population aging are presented from
various points of view and possible influences.
In the next part of the article, the aim of the
research and the methodology wused are
presented. The third part presents the results of
the quantitative analysis in Slovakia. And the
last part is a short discussion of the findings and
presentation of the basic conclusions.

2. Literature overview

Population aging represents one of the most
fundamental demographic trends of the 21st
century, which has a fundamental impact on
labor markets and economic policies in both

developed and developing countries. This
phenomenon is caused by a combination of
increasing life expectancy and declining birth
rates, leading to changes in population structure
and disruption of traditional work dynamics.

One of the main consequences of population
aging is the reduction of labor supply, which
poses a serious challenge to economic growth
and sustainability. An aging population leads to
changes in the demographic structure, where the
increasing proportion of older people means that
fewer and fewer persons of working age will be
able to participate in the labor market. According
to Blien (2020), increasing participation in the
labor market is a key objective of employment
policies, as it can help compensate for labor
shortages caused by demographic changes.
Matching labor supply and demand is important
to avoid serious economic problems such as
declining productivity, rising unemployment and
economic instability. To reduce the risk of labor
shortages, it is necessary to constantly monitor
the state of labor resources and diagnose the
needs of the labor market (Wysocka, 2021). In
this way, it is possible to identify the areas where
there is the greatest demand for labor. Such
analyzes can be beneficial for the prevention of
unemployment and for the effective planning of
educational activities, so that they correlate with
the demands of the labor market. Demographic
changes affect the job offer not only
quantitatively, but also qualitatively. Population
aging can lead to a decrease in relative
productivity and a change in the structure of
industry. As Davis (2022) states, in larger
countries knowledge diffusion may be more
efficient, increasing productivity, while in
smaller countries population aging may limit this
process. It is also necessary to consider changes
in the consumption and lifestyle of the older
population. Yaziz (2020) points out that aging
can change the structure of household energy
consumption. These changes have the potential
to affect economic policies and infrastructure
planning. Furthermore, the economic effects of
demographic change can be double-edged.
Fernandes (2024) points out that a more
educated older workforce can contribute to
economic growth and reduce inequality if ways
are found to integrate these groups into the
workforce. Raising awareness of the values and
contributions of older workers in society is also
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an important part. Creating a positive image of
aging and promoting diversity in the workplace
can help overcome the stigma associated with
age discrimination. The United Nations (2023)
identifies increasing life expectancy and
decreasing birth rates as major challenges that
affect not only the economy but also social
systems. Health care and access to education for
older workers are key to maintaining their
productivity and economic activity. Enabling
older workers to acquire new skills and deepen
existing knowledge increases their
employability. Programs aimed at lifelong
learning and retraining can be effective
especially in areas where technological
innovations and changes in the labor market are
taking place. Developed information
technologies and the growing sharing economy
can also contribute to changes in the labor
market, while the issue of ageism, which can
prevent older workers from fully engaging in the
work process, must also be considered
(Kartazova, 2020).

Currently, we are also facing economic crises
and a reduction in household income, which
contributes to the complexity of the situation on
the labor market. Older workers often find
themselves in competition with younger ones,
which can increase youth unemployment
(Grigoli, 2022). This age gap in employment
requires policy interventions to reduce the
negative effects of the demographic crisis, such
as programs to support employment and improve
working conditions for older workers. According
to Zubikova (2021), pension systems face
serious pressure due to the aging of the
population and the deterioration of the
demographic structure. The sustainability of
these systems requires reforms and innovations
that would enable better adaptation to the
changing needs of the labor market. Moreover,
Mitra (2022) reports that the decline in the
working-age population has a direct negative
impact on the net inflow of foreign direct
investment. The decline poses a serious threat to
the economic health of countries, as lower
availability of skilled labor can discourage
investors. This negative trend further underlines
the need for a comprehensive policy to support
the labor market. It is imperative that countries
actively engage in the creation and
implementation of policies that address the

challenges of population aging and the decline in
the number of working-age people. To mitigate
the adverse effects of ageing, priority should be
given to combined approaches that include labor
market policies, pension reforms and investment
in human capital and technology. Approaches
should be designed to complement and reinforce
each other. This will ensure comprehensive and
sustainable development of the labor market.
Labor market policy should be aimed at
increasing employment and participation of
demographic groups and supporting flexible
forms of employment. Equal attention must be
paid to pension systems, as they are currently
facing increasing pressure due to an aging
population. (Papapetrou, 2020). Kratt (2020)
emphasizes that a productive aging policy that
focuses on attracting older workers to the labor
market is an effective response to aging-related
challenges. This approach is not only a proactive
solution to reduce labor shortages, but also an
essential step towards ensuring the sustainability
of social systems and the economy as a whole.
Countries with a high proportion of elderly
populations face problems such as low labor
force participation and financial pressure on the
sustainability of the pension system. In situations
where the number of workers in working age is
reduced, contributions to the pension system
decrease. Based on this, the pension system is
unbalanced (Novak, 2023). Current demographic
developments call into question the sustainability
of economic growth, as the declining share of the
young workforce will have to support the rising
share of older unemployed people. This trend
can lead to several economic problems, such as a
decrease in productivity, a reduction in
innovation potential and an increase in social
security costs.  Some economists, such as
Simkova (2017), show that population aging has
a negative impact on growth and labor
productivity, which further underlines the need
to address these issues through strategic policies.
This demographic shift can ultimately lead to
discontent and conflict between generations. In
order to avoid these negative consequences, it is
necessary to develop policies aimed at the
integration of older workers in the labor market.

In conclusion, population aging in advanced
economies represents a significant challenge that
can have serious implications for labor markets
and economic stability. This trend is reflected in
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the growing share of older residents, which
requires adaptation to changes in the dynamics
of the labor market and overall socio-economic
conditions. Policies aimed at promoting the
participation of older workers, the integration of
technology and the development of pension
systems are essential to ensure sustainable
economic development in the coming decades.
Continuous monitoring of demographic trends
and their impact on the economy will also be
important so that effective and efficient measures
can be taken. Given the dynamic nature of
demography, it is imperative that politicians and
economists constantly address current and
projected changes in populations and adapt their
policies accordingly. A dynamic approach will
make it possible to respond effectively and face
the challenges associated with the aging of the
population. Ultimately, if countries are unable to
adapt to these demographic changes, they may
face significant economic and social problems,
including reduced economic growth, increased
unemployment and pressure on social systems.
Therefore, | consider strategic planning to be a
key part of effective policies.

3. Goal and Methodology

The main goal of the research was to specify the
aging of the population in the Slovak Republic
and its impact on the labor market.

Based on the expert estimation method, the
following hypothesis was formulated:

H1: We assume that the aging process will
increase its dynamics.

As part of the empirical research, a quantitative
analysis was carried out with a focus on the
aging of the population, the aging process in
Slovakia, analysis of the current situation,
development and projections for the future. The
analysis of aging is complemented by the
examination of selected indicators reflecting the
situation on the labor market and the image of
the available workforce in the context of
population aging. The current state and current
developments are supplemented by projections
of the development of the workforce in selected
sectors of the economy until 2028. Eurostat and
the Statistical Office of the Slovak Republic
databases were used to obtain primary data.

The index of potential economic support
describes the quantitative relationship between
the age category of the productive and the
category of the post-productive population. Our
research is based on age categories divided by
productivity. Based on the relationship, we will
find out how many inhabitants of productive age
per 100 inhabitants of post-productive age, i.e. j.
loading of the productive component with the
post-productive one.

0y=_
Iipep = ==, e, (1), where
S Ogs
O — population,

¢ — constant (in our case, 100 people, e.g. per
100 people of post-productive age).

The aging index, also called the Sauvy index,
indicates the dynamics of aging. We express it in
percentages and it can also be used for
reproductive age groups. His relationship reads:

P(62+)

Aging index = —————
ging MeEt = pg 14y

+ 100, (2)

P(62) — number of persons in post-productive
age

P(0-14) — number of persons in pre-productive
age Linear trend is used in mapping the
development of the monitored indicator.

It expresses how much the value of the
monitored indicator will change if bO changes.
Its shape is:

Vi=by+b,+t: x=12..T.(3), where

b0 and bl — point estimates of the unknown
parameters of the linear function.

The inflow coefficient expresses the number of
persons aged 10-14 per the number of persons
aged 15-64. It is denoted by capital letters KP
and is expressed as a percentage. We find the
resulting value as:

_P(10—14)

P(15 — 64)
P(10-14) — number of people aged 10-14
P(15-64) — number of people aged 15-64

= 100, (4), where
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The labor force outflow coefficient expresses the
number of persons aged 60-64 per the number of
persons aged 15-64. It is denoted by the capital
letters KO and expressed as a percentage. We
find the resulting value as:

_ P(60 — 64)

= —— 5 100,(5),wh
P15 —6ay * 100 () where

KOs,

P(60-64) — the number of people aged 60-64

We indicate the exchange coefficient with capital
letters KV and calculate the value in percentages.
We get it as:

KV KP (i}
% = 1o . (6)

When creating and following trends, 1 also
focused on their subsequent forecasting for the
future. We used extrapolation for short-term
projections, but other methods were necessary
for long-term projections. The first step was to
find out whether the created model is suitable for
long-term  projection. To find out this
information, we used one of the time series
alignment methods. This method examines the
difference between actual and settled values and,

4. Findings and discussion

based on this, detects deviations (Adamec,
Strelec, 2020). There are several of these
methods, | decided to lean towards the average
absolute deviation (M.A.P.E.), which we find
out:

100« |v,— F.
M.A.P.E.:—ZM.{?].where
T Lo,

Y - actual values

Yt - balanced values

To determine the need for labor in selected
industries in the future, we decided to use the
Boersch-Supan model. The selected model
consists of monitoring the consumption of
individual age groups of the population,
determining the number of workers in selected
industries, estimating consumption in the future,
and based on these, we will finalize the forecast
volume of the workforce in selected industries.
Based on this, we can find out how the structure
of the labor force in the economy will change,
and the data can be used for further research, for
example, the changing qualification structure
and much more (Kostrova, 2019).

Table 1 Index of aging in Slovakia in 2011-2023

Slovak Republic

Aging Index in %

2011

82.96

2012

85.51

2013

88.34

2014

91.17

2015

94.22

2016

96.96

2017

99.43

2018

101.9

2019

104.8

2020

107.34

2021

108.27

2022

110.95

2023

114.76

Source: SU SR, 2024, own processing, [om70051t]
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The value of the Aging Index is constantly
growing during the monitored time series. The
lowest value is recorded in 2011 (82.96%) and
the highest in 2023 (114.76%). The mentioned
value of 114.76% means that for every 100

people of pre-productive age there are
approximately 114 people of post-productive
age. The result indicates that the population
aging process in Slovakia is increasing its
dynamics.

Chart 1 Index of potential economic support in Slovakia in the years 2011-2023
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Source: SU SR, 2024, Datacube, own processing [pr3802qr]

The following input data were selected for the
index of potential economic support: people of
productive age and people of post-productive
age. Graph 1 shows that the value of the
monitored indicator decreases during the
monitored time series (this is expressed by the
trend line of the polynomial trend). The result
means that for every 100 inhabitants in the post-

it was approximately 562,000, in 2023, it is
already only 363,000. The aging process
increases the dynamics. Based on the indicators
on the appropriate use of the trend (M.A.P.E.),
which took on a value of 6.09%, a decision was
made to lean towards a linear trend, where the
coefficient of determination took on a value of
0.8175, which means that 81.75% of the total

productive age there are fewer and fewer variability is expressed by the model.
inhabitants in the productive age. While in 2011
Table 2: Projection of the aging index until 2028 in Slovakia
2024 2025 2026 2027 2028
65+ rokov 998 182 1018 351 1038 428 1 057 863 1074 288
0-14 rokov 900 731 891 722 882 735 873921 863 898
Aging 110.82 114.20 117.64 121.05 124.35
Index

Source: Eurostat, 2024, own processing, [proj_23np_custom_13103241]
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The result derived on the basis of Table 2 and
the data in it reads: increasing development of
the monitored indicator. In 2023, the index
acquired a value of 114.76%. In 2028, it reached
a value of 124.35%. Within four years, this is a
10 percent increase. In 2028, the pre-productive
part of the population will be burdened by 124

people belonging to the post-productive part of
the population. The same conclusion that applies
to current developments also applies to the
projection, namely that the population of
Slovakia will age faster. Based on the aging
index and its projection, we evaluate that we
accept H1.

Table 3: Share of people by productivity in the years 2011-2023 in Slovakia

Year Pre-productive age Progggtive Post-productive age
2011 15.41 71.81 12.78
2012 15.35 71.52 13.13
2013 15.32 71.14 13.54
2014 15.31 70.73 13.96
2015 15.33 70.22 14.45
2016 15.46 69.55 14.99
2017 15.61 68.87 15.52
2018 15.74 68.22 16.04
2019 15.83 67.59 16.58
2020 15.9 67.03 17.07
2021 16.06 66.55 17.39
2022 16.09 66.06 17.85
2023 15.99 65.66 18.35

Source: SU SR, 2023, Datacube, own processing, [om7005rr]

The findings from Table 3 are disturbing. The
most numerous category in all examined periods
is the productive part of the population.
Nevertheless, it remains an unfavorable fact that
their share is decreasing during the entire
monitored time period. Another unfavorable fact
is that the share of the post-productive part of the
population is constantly rising in the observed
time series. The generational exchange is more
than obvious based on the shares. The result
remains that the largest changes in shares take
place in the productive and post-productive
components of the population, and the share of
the pre-productive component does not change
significantly. For the labor market, this
information represents an unfavorable situation,
as the results indicate a lack of labor force.

Table 4 offers the number and share of the
economically active population in 2016-2023 in
Slovakia. For 2016, the most numerous group
are 35-44 year olds, which applies throughout
the entire monitored period. Their number is
increasing, which is also indicated by the value
of the average coefficient of increase, namely
1.012228. We recorded an average annual
increase both in the case of 45-54 year olds and
also in the case of 55 and over. This is
understandable, given that older generations
were characterized by a higher birth rate, which
today is reflected in a larger volume of people in
higher age categories. Conversely, the 15-24 and
25-34-year-old categories show an average
decrease. For 15-34 it was a decrease of 4.57%
and for 25-34 it was 1.69%.
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Table 4: Economically active population by age categories in the Slovak Republic in 2016-2023

15-24 years | 25-34 years 45-54 years

old old 35-44 years old old 55+ years old

2016 206.1 702.2 788.4 643.6 417.8
7.47% 25.46% 28.58% 23.33% 15.15%

2017 202.6 676.4 792.6 640.9 442.3
7.35% 24.55% 28.77% 23.26% 16.06%

2018 189.8 663.7 790 653.7 449
6.91% 24.17% 28.77% 23.80% 16.35%

2019 168.3 649.3 788.8 663.6 471.3
6.14% 23.69% 28.77% 24.21% 17.19%

2020 156.1 629 782.2 664.8 480.6
5.75% 23.19% 28.83% 24.51% 17.72%

2021 152.8 640.8 801.3 673.2 490.2
5.54% 23.23% 29.05% 24.41% 17.77%

2022 141.8 624 794.3 702.9 511.3
5.11% 22.49% 28.63% 25.34% 18.43%

2023 142.6 601.8 783 719.8 524.7
5.14% 21.71% 28.25% 25.97% 18.93%

Source: SU SR, 2024, Datacube, own processing, [pr3804qr]

We examine labor force exchange based on
inflow, outflow and exchange coefficients. The
year 2023 is designated for their evaluation. The
KP for the year 2023 for the SR acquired a value
of 8.122, which means that approximately eight
people aged 10-14 per 100 people aged 15-64.
This influx can be influenced by the rate of
fertility, birth rate, economic security, economic
efficiency of the country, the level of education
and healthcare in the country, education and
modernization. From the point of view of the
labor market, the current situation is stable, as
the number of persons of productive age is
sufficiently high, but in the future it may
represent a reduction and major problems with
the supply of labor on the labor market. The
outflow coefficient reached the value of 9.522,
which means that approximately 9-10 persons of
post-productive age account for 100 persons of
productive age. The KO value can be influenced
by factors such as health care, environment, life

expectancy in the country and the like. The last
indicator is KV, which tells us about the rate of
labor force reproduction. Its value is 0.853 less
than 1, that is, the inflow is lower than the
outflow of labor. We are talking about the so-
called reduction of labor force reproduction.
Based on the above calculated values, it can be
argued that the share of the productive and post-
productive component is greater than the share
of the pre-productive component. For the labor
market, this signals a lack of labor force, as the
population in the post-productive component
will age, but the number of people will not
increase, which would be sufficient to cover the
demand for labor force. KP, KO and KV
projections until 2028 have an unfavorable
development. KP and KO have rising tendencies,
and KV is less than 1 throughout the entire
forecast period. Based on this, it can be assumed
that the reduced reproduction of the labor force
will continue to persist.
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Table 5: Projection of the share of the population by age until 2028 in Slovakia

Pre-productive Productive component | Post-productive component
component

Number |Percentages| Number |Percentages Number Percentages
2024 900 731 16.27 3635913 65.69 998 182 18.03
2025 891 722 16.15 3611295 65.41 1018 351 18.44
2026 882 735 16.03 3586 639 65.12 1038428 18.85
2027 873 921 15.91 3562 291 64.84 1057 863 19.25
2028 863 898 15.77 3541 659 64.63 1074 288 19.60

Source: Eurostat, 2023, own processing, proj_23np__custom_13106400

The development of the share of the population
divided by productivity does not radically
change its development compared to the current
situation. As before, the assumption is
decreasing for the pre-productive and productive

components and, on the contrary, increasing for
the post-productive component. According to all
the findings, it can be said that the burden of the
post-productive component will continue to
grow.

Table 6: Need for labor in 2028 in the Slovak Republic based on population consumption

Sector Employment in 2023 Need in 2028 Difference
Industry 480000 440250 -39750
Healthcare 190000 194850 4 850
Doctors 5200 5497 297
Nurses 10500 11481 981
Nursing Staff 21000 22472 1472
Education 52000 51025 -975
Transportation 110000 98125 -11875
Information and 55000 67950 12 950
Communication
Financial and 53000 52125 875
Insurance Services

Source: Author's calculation

According to the results obtained through the
Boersch-Supan model, the selected industries
were divided into two groups. Those in which
we anticipate an increasing need for labor and
those in which the need for workers will
decrease. The first category included the
healthcare  sector and information and

communication technologies. The second group
includes industry, education, transport, and
financial and insurance services.

The healthcare sector was examined as a whole,
but also according to individual professions
(doctor, nurse, nursing staff). Based on the
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model, it was assumed that the additional need
for labor in the health sector will be 4,850
workers, of which 297 are doctors, 981 are
nurses, and 1,472 are nursing staff. In this case,
the basic trend that causes an additional need for
labor is the aging of the population and the
migration of health workers abroad.

The same is true of the information and
communication sector, where an additional
workforce of 12,950 people is expected.

The second group of industries are those in
which the need for labor will decrease in the
future. The first is the industry sector, in which
we can see a decrease in the additional labor
force of up to 39,750 persons. Another sector
belonging to this category is education, in which
a decrease in the need for labor in 2028 by 975
people can be seen. The result is not surprising,
given the decreasing dynamics of the increase in
the number of children and the compensation of
work through technological changes.

We attribute the decrease in demand for labor in
the transport sector mainly to the increasing
number of drivers and cars and the reduced
interest in public mass transport. In the same
way, we can also include the fact that public
mass transport is increasingly less satisfactory
and frequent, and therefore insufficient for
people to cover their time and other plans. The
last monitored sector is financial and insurance
services, in which a reduced demand for workers
was also recorded.

Considering the extensive collected data, it can
be confidently stated that the population of
Slovakia is aging, the dynamics of aging is
accelerating, the reproduction of the labor force
is reduced, there is not enough labor on the labor
market, the forecasts for the future are not
favorable, and the sources of labor supply are
exhausted. The only way out is to "create" a
sufficient job offer. In practice, several steps can
be taken. The first of them is the promotion of
employment and the creation of conditions for
non-working groups of the population
(unemployed, long-term unemployed, health-
impaired and others). The second solution is to
support the employment of people of pre-
retirement age or to focus on people of
retirement age who have already left the labor
market. Focus on motivating them and making
them want to return to the labor market. Given

that neither migration, nor automation, nor
technological progress will sufficiently cover the
needs of the labor market, there is no other
option than to turn to people included in the
post-productive part of the population, or people
in pre-retirement age.

The results of this research confirm the
increasing dynamics of population aging, which
is becoming one of the most fundamental
demographic trends of the 21st century. This
process reflects the aging index, but also the
share of the population in post-productive age to
those in productive age. The findings correspond
with Blien (2020), who points out that the
increasing share of older people in the labor
market can lead to a decrease in its efficiency
and confirm warnings about labor shortages,
which are in line with Wysocka's (2021)
analyses.

Labor shortage is becoming an increasingly
serious challenge, as the share of the
economically active population in the younger
age groups (15-24 and 25-34 years). This
decrease is important from the point of view of
economic growth and sustainability, as fewer
persons of productive age means a reduced
supply of labor force, which can directly affect
economic stability (Mitra, 2022).

In addition to the quantitative decrease of the
labor force, we also encounter the issue of
quality. An aging population can lead to reduced
productivity and a change in the structure of
industry, as Davis (2022) points out. In this
context, it is important to note that some sectors,
such as healthcare and information technology,
are already facing a shortage of additional labor,
underscoring the need for targeted policies to
support employment and retraining.

Labor force reproduction is proving to be a
critical factor. My analysis suggests that reduced
labor force reproduction can have long-term
effects on a country's economic development. As
the authors state, demographic changes not only
affect the labor supply, but also the composition
of the workforce, which creates new challenges
for employment policies (Kartizova, 2020;
Zubikova, 2021).

The results indicate that if countries are not able
to adapt to these demographic changes, they may
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face significant economic and social problems,
including a decline in economic growth and
increased unemployment. Therefore, it is
necessary to implement comprehensive policies
that deal not only with the integration of older
workers into the labor market, but also with the
reform of pension systems and investments in
human capital and technology (Papapetrou,
2020; Grigoli, 2022). Such strategic planning is
key to ensuring sustainable economic
development in the coming decades.

Conclusion

The aim of the research was to specify the aging
of the population in the Slovak Republic and its
impact on the labor market, which affects the
economic and social situation in Slovakia. As
part of the research, various processes
characterizing aging were investigated, which
gave us an overall picture of the aging
population in Slovakia and its impact on the
labor market. The results of the research showed
that population aging is taking place in Slovakia,
which is constantly increasing its dynamics, and
the effects on the labor market can be seen in the
changing volume and structure of the workforce.

The research brings results about aging, which
claim that the aging process is accelerating and
its dynamics are increasing, the number and
share of the population in the post-productive
component is constantly increasing, the load on
the productive and pre-productive component is
increasing, the age structure of the workforce is
changing and its volume, the share is decreasing
of the economically active population aged 15-
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NET PRESENT VALUE (NPV) AS THE EVALUATION METHOD FOR THE
INVESTMENTS IN HUMAN RESOURCE (HR) DEVELOPMENT

Monika KLEINOVA

Abstract

First of all we have to realize that human resources are the most valuable asset of the company. Effective human
resource management (HRM) is not only to ensure the wellbeing of employees, but also is a valuable foundation for
creating and maintaining a sustainable culture. This paper explores the challenges of HRM in the context of aligning
financial objectives with human resource (HR) development goals. It would be helpful to estimate the future value of
the impact of HR development on a company's revenue. When financial and HR managers evaluate an opportunity to
invest in HR, they can use the Net Present Value (NPV) method. In literature is NPV defined as the sum of investment’s
expected cash flows discounted back to their present value at a company-agreed risk-adjusted rate. The model of NPV
presented by Matei et. al. (2024) provides us the view of HR development as a project which allows setting up the
priorities in comparison with the company's current activities. But this model doesn’t consider the possible risk that
may occur from external or internal environment of the company. Some of them we pointed out on the concrete
examples of the investment area in HR development and the risk groups that might affect the NPV evaluation. By
applying data collected from questionnaire, analysis of external environment and literature we set up the research
goal. The question is if the proposed model of NPV calculation is applicable for HRM development. There is potential

for further exploration.
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INTRODUCTION

COVID-19 pandemic completely changed
the landscape of organisations. Lot of challenges
especially for HRM professionals have been
raised. They had to work closely with
management to cope with the transformation
changes. Organizations were forced to adapt the
way they organized the work and design the job
(Collings 2021). Working in teams turned into
virtual teams at the time of the pandemic.
Companies had to schedule working hours for
their employees to stay happy and maintain their
performance. The employees had to face the
communication problems, lack of motivation,
family problems and fear for their health. The
areas such as morale management and
motivation, health and wellbeing,
communication were identified at that time as
the main challenges of the pandemic in the field
of human resource management (Wenham
2020).

The challenges associated with sustainable
HRM often lead to reduce the investments into
employees. Therefore it is important to align the
company’s financial targets with HRM
objectives. When financial and HR managers
evaluate the opportunity to invest in HRM
development, they can use NPV method. The
definition of NPV is based on the discounted
future cash flows. The companies assume that
the same amount of the money in the present has
higher value than in the future. Therefore the
future cash flows are discounted to their present
value. Discount rate reflects the time value of
cash flows and the risk of future cash flows
which should be consistent with economic
condition of the company.

First part of the research is devoted to a brief
literature review and applied formulas, material,
methods when the research question is
formulated. The results of our research are
presented in the part under discussion and
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conclusion. The paper is enclosed by references
to used resources.

2. Literature overview

It is a well known fact that the most important
factor in the successful company is its human
potential. The basic determinant of an
enterprise’s productive capacity is the potential
of labour. It means the level of employment, the
qualification of employees, their skills,
experience and the efficiency of their work
expressed in terms of their labour productivity
(Kotuli¢  2010). The results of Shantini,
Ferdinand and Suparti’s research showed
a significant effect of motivation, leadership and
work environment on employee performance.
While motivation was the most dominant factor
influencing  employee  performance, job
satisfaction played the most important role in the
development of employee satisfactions (Shantini
2021). Expected results of the individual and the
whole team work depend on motivation. It is the
key for managers to increase the productivity of
the work through motivation program (Gozora
2017). We agreed with Asthana in her study with
general statement that workforce diversity,
leadership development, change management,
organizational effectiveness, globalization, e-
commerce, succession planning, and pay are just
a few issues that HR must handle (Asthana
2024).

Digital transformation and HRM is vital
in every organization. The implementation of
automation in manufacturing processes, artificial
intelligence and cloud computing through digital
transformation initiatives has brought the need of
employees to obtain new skills. The
organizations give an emphasis to support the
employees through various strategies, such as
training and development programs, providing
access to online learning resources, and
promoting the continuous learning. Based on
study of Kaur et. al. digital transformation is
crucial for modern organizations. HR plays a
critical role in this process by supporting the
adoption of new technologies and adapting to
new ways of working. By doing so,
organizations can improve their effectiveness
and remain competitive in today’s rapidly
changing business environment (Kaur 2023).

Everything we pointed out so far
suggests that investments in HR development are

essential to secure its sustainability. In the theory
and practice of financial management exists
several methods which are used for the
effectiveness of the project evaluation in HR.
NPV is one of the most useful and precise
techniques. NPV is defined as difference
between net price values of all future cash
income from investments and all net values of
capital expenditures spent on related investment
(Janekova 2010). In the research of Matei et. al.
(2024) they propose the integration of financial
tools into sustainable HRM strategies, with a
specific focus on sustainable practices. By
employing the adapted NPV and future value
(FI) methods to establish the feasibility of HR
development, the quality of sustainable HRM in
a company can be enhanced. This in turn,
enables companies to grow in a sustainable
manner. However this proposed model should be
tested in practice and make adjustments if
necessary (Matei M. 2024).

For the initial investments the influence
of the seasonal and random changes in the
general environment on the companies” activity
through modification of the discount rate is
illustrated in the research focused on factors
influencing of cash flows (Hoshovska O. 2023).
They declare the same as authors above that one
of the most effective means to access the
effectiveness of an investment is NPV, the total
amount of discounted net cash flow. In their
model they focus on different factors impacting
the discount rate on the financial result of NPV
calculation. Considering the presented data, the
risk of a critical characters and random factors
influencing the meaning of discount rated
therefore they should be monitored at the first
place.

3. Goal and Methodology

The research is focused on company
which performing its business as a supplier for
automotive industry, established in Slovakia.
This industry sector was very sensitive to any
changes especially of external environment
during COVID-19 and energetic crises. Firstly
we did some short overview about the current
situation and challenges in the area of HR on
Slovak market. Then for the analyses of internal
environment we identified the factors that could
affect the labour productivity through created
and in this company applied questionnaire. The
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population for this study were all internal
employees of the company who are directly
involved into production process, in total of 46
employees. Except of applied questionnaire we
use other methods like observation and interview
with management team of the company about the
potential investments into HR in an effort to
improve the employees’ satisfaction and labour
productivity.

By analyzing the external environment
we identified the opportunities and threats to
current situation on labour market as of 2024 on
Slovak market. The results of internal and
external environment analyses could bring us
some ideas about possible investments in HR
development. For the further exploration of
investment opportunities we use model of NPV
calculation, proposed by Matei et. al. (2024).
This approach treats HR  development
investments as a project similar to other
economic project within the company.

Applying NPV method:

NPV =PV - IC

1)
NPV - net present value
PV - present value of the future increase in the
firm’s revenues
IC - implementation cost for the HR
development method i.e., the amount that must
be paid for the training session or for the course.
Calculation of present value of future impact of
the investment:

PV=FI/(1+r)n
)
where:
PV - the present value of the future impact of the
investment
FI - the future impact of the investment
r - the average profit rate at the firm’s level
n - the number of years in which the impact
should happen.

Further methodology used for this study is
qualitative research using document analyses,
case studies and comparative studies which are
available in literature. The scientific methods
were the elements to develop the selected topic

with the intention of answering the research
question:

“Is the proposed model of NPV calculation as
investment evaluation applicable for the
financial substantiation of HR development?”

External factors influencing HR in Slovakia

Employers on the Slovak market are
facing with the challenge how to fight with the
labour shortage. There is a shortage of skilled
specialists as well as workers for manufacturing
plants and the food service sector. Slovakia has a
major demographic problem. People born
between 1970 and 1985 are the strong generation
of productive age in their fifties. Companies
need to keep highly skilled employees in middle
age, because replacing them might be too
difficult and expensive in this period.
Automation, digitalization, robotics and artificial
intelligence (Al) are rapidly transforming the
way of people work.

Employees looking for meaningful
work, flexible working hours that fit into their
lifestyles, opportunity continually develop new
skills, adequate compensation. To succeed, the
organizations must also have clear their attitude
on social, political and environmental issues.
The pandemic has changed the work
environment and opened discussions about the
priorities of employees versus the requirements
of employers. For example the employees are
emphasizing on work life balance, especially at
younger age. Up to 55% of managers predict that
investments on green business transformation
and environmental issues will become a major
source of new jobs over the next 5 years.
Therefore a key role of managers in Slovakia is
to support the continuous improvement of
employees’ qualifications in connection with the
changes in working process (Trend 2024).

Employees
Questionnaire

The questionnaire can be used as a
supporting method complementing  other
methods of the research study, which helps us to
get a deeper understanding of the current internal
situation of the manufacturing enterprise. The
aim of the questionnaire was to obtain feedback
from the company’s employees on their
satisfaction with the working environment,

Satisfaction Survey
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working equipment and working processes. The
guestionnaire was anonymous, consisting of
semi-opened  questions  with  predefined
alternatives for answers. It offers also the
possibility of expressing the own opinion by the
end of each question. The predetermined
answers were “Yes” or “No”. Those who marked
both answers we put in the undecided or “Don’t

know” category. We approached the sample of
respondents who are directly involved in the
production process. From 46 respondents, 32
respondents (70%) participated on the survey,
which can be considered as a successful return
rate. Return rate between 60-70% is considered
as acceptable (Reichel 2009). The results of the
questionnaire are shown in the chart below.

Fig.1. Questionnaire evaluation results

80

60
40 - M Yes
= No
20 - Undecided
0 = T T T
1 2 3 4 5 6 7 8 9 10

Source: author’s calculations

Detailed evaluation of the questionnaire —
internal factors

Question 1: Are your work tasks clearly
defined and communicated to you?
Result: feedback from respondents between yes
(53%) and no (44%) was almost equal. Those
who were not satisfied had comments like: even
the jobs tasks are clearly defined, over sometime
they are forgotten; the communication between
each shift doesn’t work effectively; the reason
for the poor communication is pointed out on the
way how the communication is handled from the
direct supervisor to the foreman; negative side is
that the important information is shared too late,
usually when a problem occurs.
Suggestion:  investment  in  professional
communication trainings in terms of improving
the soft skills of the employees. Trainings within
small groups of employees together with the
direct supervisor would be useful. Based on the
research of Fasiha, it was proved that the
organizational ~communication  significantly
influences employee job satisfaction. For this
reason, PT Hadji Kalla Toyota Company should
properly maintain and improve organizational
communication by creating a work environment
that is not rigid, because a rigid work
environment can cause that the communication

between employees would decrease (Fasiha
2023). Effective communication is not only the
bridge that connects the leaders and team
members but also ensures that the company’s
vision, mission and innovation goals are clearly
communicated throughout the organisation
(Sudirjo 2023).

Question 2: Are there many processed
and procedures in your work area that are not
working well?

Result: there was a significant difference in the
answers. Up to 72% respondents say that work
processes are not working properly. Again, the
emphasis is on the lack of communication at all
levels. Another aspect leading to dissatisfaction
are missing well prepared work procedures and
processes, e.g. the procedure for packaging for
some specific production is the most repeated
problem.

Suggestion: digitalization, expending the Al
solutions and robotics preparing the ground for
new industrial trends that make the framework
for a new industrial era. These trends are having
the serious impact on human resource
management and the work performed by people.
At the same time they represent important key
matters regarding security threats to organization
(Maddikunta 2022). Organization should give an
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attention to transition from Industry 4.0
(technology-driven) to Industry 5.0 (value-
driven) (Putra 2024).

Question 3: Do you have the necessary
tools and recourses to do your job effectively?
Result: more respondents (56%) were satisfied
with the availability of tools and resources
supporting their work. Nevertheless, there are
the areas and processes where the necessary
tools are missing or have some deficiencies.
Suggestion: managers should give their attention
how to increase the productivity in
manufacturing firms. This area is very important
for the survival and sustained achievement of
company’s goals. Organizations should measure
the productivity by how well resources are
combined and use it in terms to achieve the
desired outcomes and needs.

Question 4: Do semi-automated or
automated devices help you in your daily work?
Result: 63% of respondents expressed the
satisfaction that process automation which helps
them at work. Dissatisfied were 34%, stating that
most workstations do not work properly or that
automation is placed only for one project.
Suggestion: various studies highlight the
importance of up skilling the workforce to keep
the trend with automation. The future of
manufacturing depends on matching
technological innovations with a skilled and
adaptable workforce. It leads to support the
symbiotic relationship between humans and
machines (Olurin 2024).

Question 5: Is the equipment used in
your work sufficiently reliable?
Result: around 50% of respondents were
dissatisfied. They claim that everything is fine
for new machines but not sufficient maintenance
is done for older ones. Another claim is that
there is missing an approach to find some
solution how to avoid the regular breaking down
of some older machines.
Suggestion: the robotic system automation is
considered as a key technology of the Industrial
Revolution 4.0. It is necessary to implement
elements of smart factory in production process.
Smart manufacturing supported by robotics
enables interactive communication between
intelligent machines to exchange data and
information which is essential for complex
systems to make real-time decisions and secure

the on-time maintenance in their work
environment.

Question 6: Would you change the
system of your work performance recording?
Result: up to 69% respondents were inclined to
the opinion that they would like to change the
system of work performance recording, 25%
were satisfied and 6% had no opinion. There is a
need to improve this system because of large
differences between the operators performance
are not compensated equally.

Suggestion: in the production process, the
productivity improvement means to produce
more products or to reduce the cost of the
products. Labour productivity is one of the main
indicators of  continuous performance
improvement and  determines  successful
fulfilment of the company’s goals. Its
measurement evaluates the efficiency and the
effectiveness of the used resources, thus
productivity becomes the most realistic path to
sustainable growth (Krauszova 2007). HRM
must ensure that the employee’s measurement is
fairly recorded and subsequently fairly rewarded.

Question 7: Are you comfortable with
the ergonomics and layout of the workplace?
Results: positive view expressed 41% of
respondents, negative 56%. One of the opinions
was that the layout of the production hall doesn’t
fulfils the ergonomic requirements and material
flow diagrams. Complaints are mainly related to
small and narrow spaces in the workplaces.
Suggestion: the direct employee usually fights
with  high  psychological stress due to
characteristics of the environment, complexity or
the repetitiveness of the task or the organization
of the work. Modern technology reduces heavy
physical work, speeds up the work processes and
increases the flexibility. On the other hand
incompleteness systems, lack of experience,
inadequate training and inappropriate workplace
design can lead to musculoskeletal diseases
(Swaroopa 2022).

Question 8: Are you satisfied with the
equipment from the safety point of view?
Results: 50% of respondents were satisfied, 47%
not satisfied.
Suggestion: in a study of Wang when he
investigate the reasons of workplace injuries in
manufacturing process. Their found that 88%
arising due to unsafe movements and 12% due to
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unsafe situation. Safety management is essential
to ensure human-centred manufacturing as
defined in Industry 5.0 (Wang 2023). Safety at
work must be at first place in each organization.

Question 9: Does the company give

enough space to implement the employee’s or
new innovative ideas of the organization?
Results: 41% were positive, 41% were negative,
up to 18% don’t comment it. The company gives
the space for improvement suggestions
implementation. Of course it depends on the
cost.
Suggestions: the employees need to have a
confidence that their ideas have some value. The
company must provide them with
communication channels that allow them to
express their ideas without any fear or barriers. It
is important to note that reward policy should be
integrated into human resource management
strategy in order to motivate employees for
generating innovative ideas. Recognizing and
rewarding innovative achievements create a
work culture that supports employee creativity.

Question 10: Would you welcome
innovative solutions to make your job easier
despite the increase of work performance
requirements?

Results: up to 75% respondents would welcome
innovative solutions, 16% were negative, 9% did
not express any opinion. Technical and
technological problems usually slowed down the
performance and it resulted to lower motivation.

Suggestions: for the development of expertise
and competences of the employees is essential to
strengthen  the  organisation’s  innovation
capabilities. Continuous learning and
development programs that enable the
employees to improve their skills and knowledge
have become as a key issue. Visionary type of
leadership and open communication are essential
to create an environment that motivates
employees for active participation on innovation
process.

4. Findings and discussion

From the questionnaire is determined
the need for significant investment in personal
training or specific training programmes with
emphasis on  professional  development.
Education positively affects innovativeness
(Kljuénikov 2021). One of the most monitor

indicators for managerial decision making is
productivity. Labour productivity is carefully
monitored and is one of the main indicators of
continuous  performance improvement. A
qualified and competent workforce ensures
higher productivity and efficiency. Educated
employees represent a strategic advantage for the
company. Furthermore, education influences the
perception of business risk (Dvorsky 2021).

New technologies such as Al, cloud
computing, and block chain offer promising
opportunities to improve recruitment, training,
performance evaluation, and other key HR
activities. This indicates the need to ensure the
right balance between automation and HRM
needs. For example, the integration of smart
technologies such as artificial intelligence (Al)
and virtual reality (VR), can enhance training
and development programs, improve recruitment
processes, and provide better employee
engagement tools (Destriani 2024). The biggest
HRM challenges and issues will be the strategies
in the area of the labour productivity, health and
safety issues, up-skilling and re-skilling of
workforce and staff (Kumar 2024).

Net Present Value (NPV) is a financial
indicator often used for capital expenditure
budgeting and investment planning. It could also
be applied in HR development area. Matei et. al.
(2024) introduced the method of NPV that could
be valuable for estimation of the future value of
the impact of HR development on the firm's
revenues. They consider the average rate of
return as an investment alternative instead of a
risk-free deposit rate in a bank. If we take into
account that HR  development allows
prioritisation against the company’s activities
and brings higher revenue than usual business
operations, managers should support these
activities. The authors highlight that estimating
the future value of the impact on company’s
revenue is challenging as it depends on the
nature of the company’s activities and the scale
and quality of the HR segment being developed.

The social and economic changes as the
result of pandemic, as well as, the recent
political and risk factors can affect the projected
cash flows from investments in HR
development. Hoshovska (2023) introduced a
model using the risk-adjusted discount rate for
NPV in the following way: risk-adjusted
discount rate, which could be equal to risk-free
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discount rate (for normal risk projects), higher
(for above-normal risk project), or lower (for
below-normal risk project), is applied for
calculation of the discounted value of the

business cash flow. Data in table are taken from
the result of the employees’ satisfaction survey
guestionnaire.

Table 1: Factors relevant for NPV measurement

Investments (cost)

Benefit (revenues)

Risks-adjusted
discount rate

communication trainings

trainings to improve

increase abilities and
competencies

preparation of HR for
new industrial area
(digitalization, Al
solution, robotics)
smart factory
implementation
innovation process
participation

retained earnings

increased labour
skills productivity

higher interest of situation
employees for
innovations, safety at the
workplace, social
responsibility seasonal

lower employee turnover

increased the
competencies

demand risk
competition risk

demographic

price risk

state regulations

fluctuation

economics
recessions

political instability

natural disasters

Source: author’s calculations

To estimate the future value of the impact of
investments in HR development on company’s
earning is challenging because it depends on the
nature of company’s operations, scope and
quality of the HR segment being developed.
Training and courses that improve the quality of
HR required cost-benefit analyses. Decision
whether to take temporary employees away from
their normal tasks to attend courses also include
the financial cost.

Conclusion

In conclusion, the integration of NPV
into HR development processes presented by
Matei et. al. (2024) could facilitate decision-
making capabilities. However, the successful
application of NPV method requires incorporates
a range of financial and non-financial factors, as
well as, to understand the strategic objectives of
the organisation for HR development. Strategy

objectives for the current period are based on a
diverse global workforce that is driven by
purpose and committed to sustainability.
Developing and implementing policies and
programs that promote inclusive and diverse
hiring, professional development opportunities,
comprehensive benefits, and fair compensation
is the key when aiming to attract, develop, and
retain talent. Although it is very difficult to
enrich the benefits of HRM development, we
recommend that the companies should consider
NPV method for calculation of investments.

Recommendations for future research
would be for the practical studies which require
using sophisticated statistical techniques to
estimate future cost and revenues. The impact of
changes of internal or external variables on
company policy should be examined in terms of
extensive sensitivity analysis.
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TRENDOVY LEADERSHIP 21. STOROCIA
TRENDY LEADERSHIP OF THE 21ST CENTURY

Ingrid NOVA ALMASI

Abstrakt: Vedenie ludi v tomto storoci vyzaduje nové pristupy, zrucnosti a aj adaptaciu na neustdaly vyvoj
ludskej spolocnosti. Tento ¢lanok ponika iny pohlad na moznosti pri vedeni ludi. Polemizuje o tradicnych riadiacich
Styloch manazéra. Jeho cielom je poukdzat na délezZitost' vyznam prechodu z role manazéra do role lidra. Porovndva
rozne styly vedenia ludi a poukazuje na pozitivny vplyv koucovacieho pristupu a otvorenej komunikacie. DéleZitou
sucastou lidra je aj iny pohlad na planovanie casu (timemanazment), ktory podporuje zlepSenie efektivity prace. Na
zaklade dlhorocnej manazérskej praxe, autorka poniika konkrétne poznatky pri planovani ¢asu a ponuka odporucania

prisposobené aktudalnym potrebam akejkolvek spolocnosti.
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Abstract: Leading people in this century requires new approaches, skills and adaptation to the constant
development of human society. This article offers a different perspective on the possibilities of managing people. The
article argues about the traditional management styles of the manager. The aim of the article is to point out the
importance of the transition from the role of manager to the role of leader. The article compares different leadership
styles and points out the positive impact of a coaching approach and open communication. An important part of the
leader is also a different perspective on time planning (time management), which supports the improvement of work
efficiency. Based on many years of managerial experience, the author offers concrete insights into time planning and
offers recommendations for developing leadership skills. The result of the article is inspiration for the application of
other ways of leading people, which will be adapted to the current needs of any company.
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1. MANAZER ALEBO LIDER Stidium  samotného  manazmentu  [ludi.
Starostlivost’ o zamestnancov urcuje aj Zakonnik
prace. Dynamické prostredie firiem a trhovej
ekonomiky dnesnej doby ukazuje, Ze manazér po
Stdiu, pride so  Sirokym zaberom znalosti
a zrucnosti (hard skills) pri vedeni l'udskych
zdrojov. Alebo absolvuje zakladné Skolenia po
nastupe na poziciu, ktoré si nevyhnutné
k vykonu prace manazéra. Stile otvorenou
otazkou ostava, Ci staci tento elementarny
Okrem plnenia stanovenych KPI's firmy a vykon zéklad, alebo je potrebné aj d’alSie vzdelavanie.

je manazér zodpovedny aj za odborné vedenie
Pudi. A prave odborné vedenie ludi je stale
otvorenou otazkou dnesnej doby. Existuju
mnohé odporucania, odborna literatira, ¢i

Stucasny manazér l'udskych zdrojov na
akejkol'vek riadiacej urovni, ¢i majitel’ vlastnej
firmy, v akomkol'vek odvetvi, Celi pravidelne
naro¢nym situaciam. Ocakava sa od neho Siroky
zéber povinnosti. Zodpovednost za plnenie
cielov, sledovanie trendov, aplikdcia novych
pristupov pri vedeni ludskych zdrojov a
kazdodenna operativa.

Novacik na pozicii manazéra sa zo zaciatku
spolicha na ziskané vedomosti. Prax prichadza
postupne. Pri vedeni l'udi sa v dneSnej dobe
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ocakava, Ze v pozicii manazéra, je dolezitd uz aj
pozornost  venovana  osobnosti  ¢loveka.
V minulosti boli rézne Styly vedenia l'udi, ktoré
sa vyvijaja vdobe aidd ruka vruke
s vyspelostou spoloénosti. Ak naérieme do nie
tak davnej historie, tak pri vedeni l'udi bolo
akceptované aj porusovanie dne$nych l'udskych
prav. Rézne praktiky na pracovisku, ¢i krianie
na svojich zamestnancov, bolo bezne tolerované
avelakrat dokonca uzndvané.  Nastastie
vV dneSnom modernom svete idu tieto praktiky do
uzadia, no eSte stale je mozné zazit' aj Cisto
direktivny styl vedenia.

Neexistuje exaktna metrika, kto je vhodny a kto
nie. S uréité ,,vzory manazéra“ ale ¢o je ten
manazérsky etalon?

V dnesnej dobre je nespocetne vela metdd na
vyber manazéra. Samotné zaucenie na vybranu
poziciu si vo findle urcuje samotna firma.

Nové trendy v manazmente I'udi s zo sktisenosti
uplne iné. Pri vedeni I'udi sa ocakédva uz aj urcita
nadstavba. Zakladné znalosti su dobrym
odrazovym mostikom, k zvladnutiu plnenia
kritérii podl'a pracovného zaradenia.

Nepisanou, ale dnes uz bezne ocakavanou
nadstavbou  manazéra  pri vyberovych
pohovoroch, je preukazané zvladnutie makkych
zruénosti (soft skills). NajcastejSie vyzadované
mékké zrucnosti manazéra su emocionalna
inteligencia (EQ), eticky pristup, postoj lidra,
otvorenost zmenam, emocCna sebaregulacia,
postoj lidra. Uplnym zikladom lidra je
zvladnutie mikkych zrucnosti, kde radime aj
manazérsku komunikaciu. Vyhodou uz vyssej,
zrelej liderskej komunikacie je aj zvladnutie a
aplikacia koucovacieho pristupu.

Komunikécia. Elementarny pilier mékkych
zrucnosti. Jej vyuzivanie pomaha efektivnej
spolupraci. Mnohi manazéri komunikéciu
podcenuju a ini precenuju. Najst’ optimum je uz
zruénostou lidra. Kedy je potrebné viac hovorit’
a kedy viac pocuvat’?

Neexistuje jednoznacné pravidlo, ktoré urcuje,
kto moze akto nemdze obsadit manazérsku
poziciu vo firmach. Bez ohladu na vzdelanie,
kazdy moéze byt skor, ¢i neskor dobrym
manazérom. Sta¢i ak ¢lovek na pozicii manazéra
zvladne stanovené ulohy, ktoré mu urci firma,

alebo plni svoj plan vo vlastnej spolo¢nosti.
Otvara sa tu otazka, ¢i m6ze byt dobry manazér
sucasne aj dobrym lidrom. A ¢o sa ofakava od
lidra?

Lider je c¢lovek, ktory pri praci s ludskym
zdrojmi, okrem vysSie spominanej nadstavbe
znalosti, zru¢nosti ma minimalne tieto
hodnotové navyky:

otvorene komunikuje,

prebera zodpovednost’,

prizna si chybu a napravi ju,
nerozkazuje, ale spolupracuje,
prejavi uznanie aj lepsim od seba,
spolupracuje bez nadradenosti,
podporuje rast spolupracovnikov,
pracuje bez manipulaénych technik,
dodrziava svoje sl'uby, ¢i zavizky,
vyuZiva win-win pravidlo,

kladie otvorené otdzky so zaujmom o
¢loveka,

e pravidelne sa vzdelava,

e pracuje so svojim egom,

e  prejavuje integritu

e aludsky pristup.

Dolezitym ukazovatelom dobrého lidra je
zvladnuty timemanazment. Lider vyuziva
efektivne svoj pracovny c¢as bez plytvania
a hodnotne nastaveny, v stilade s jeho pracovnou
¢innost'ou. To isté aplikuje pri organizovani ¢asu
svojim spolupracovnikov a zamestnancov. Byva
Castym javom, ze manazér (nie lider), povazuje
urCovanie jeho stretnuti za dodlezitejSie, ako
pevne naplanovana prica. VyZzaduje ucast’ na
stretnuti, ved’ je §éf a neberie do vahy terminy,
alebo iné dolezit¢é okolnosti pri  praci
zamestnanca. Toto ,vlastnictvo“ cudzich
kalenddrov  z pozicie manazéra je ulidra
nepravdepodobné. Overi si, ¢i v pozadovany Cas
na stretnutie, nemrhd casom na dolezitejSiu
¢innost, ktora pomaha k plneniu cielov.
Nestavia zamestnancov do pozicie, Ze on je viac.

Lider vie, ze ak maju jeho zamestnanci plnit
ciele, tak musi byt, nadnesene povedané,
posledny vrade. Tu pomaha opét zvladnuty
timemanazment. Lider vie, Ze ak chce mat
pravidelné stretnutia, tak ich je potrebné
dostatocne vopred planovat. Ak ma zamestnanec
informaciu o stretnuti vopred, tak sa vyhnu obaja
presne tejto stresujucej situdcii. Polemike
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zamestnanca, Zze koho uprednostnit’ v rovnakom
case bude irelevantna, pretoze obaja maju vopred
naplanovany c¢as avedia si inak naplanovat
plnenie pracovnych tloh,

Cas sa stdva v pracovnom prostredi velmi
vzécnou komoditou. Casom je merana napriklad
dizka pracovného &asu, pracovny vykon, &i
efektivita v ¢ase. Cas je aj mzdovy ukazovatel,
ktory ma v zavislosti od expertizy zamestnanca
roznu hodnotu. Cas méme pocas diia vietci
rovnaky, ale jeho planovanie a vyuzitie je rozne.

Z tejto uvahy vyplyva, Ze sticasnost’ priniesla az
akutnu potrebu efektivne vyuzivaného Ccasu.
V praci iV sukromi. Na ¢as moézu byt rdzne
pohl'ady. Niektoré moderné firmy okrem iného
podporuju aj to, aby mal zamestnanec dostatok
Casu i na oddych po praci. Vynimkou byva
zavedenie kratkej pracovnej prestavky na
oddych, nad ramec Zakonnika prace. Prave tieto
inovativne firmy prinasaju svoje poznatky, Ze aj
kratka prestavka podporuje vysSiu efektivitu
V praci.

Clovek stravi v praci $tandardnych 8 hodin, ale
vykon v ¢ase nie je konstantny. Castym
ocakavanim vo firmach je vyuZitie zamestnanca
na 100% v pracovnom case. Ziskané poznatky o
¢loveku ukazuju, Ze ¢lovek nedokaze udrzat
rovnakll pozornost, nasadenie aani vykon
dlhodobo. Zamestnanca vyruSuju v praci rézne
determinanty, ktoré sposobuju rozdiely v
dodrziavani naplanovaného ¢asu.

Planovanie = a  manazovanie  cCasu, tzv.
timemanazment ukazuje, ze tlakom na
maximalny vykon v Case, prichddza k Ccoraz
castejSie k roznym chorobam ako je napriklad
vyhorenie a pod.

“Cas je dobry sluha, ale zIy pan”, je upravené
slovenské prislovie a tvori zaklad filozofie
zavadzania laskavého timemanazmentu do
pracovného prostredia v stlade s ¢lovekom.

Timemanazment mdzeme prelozit’ do slovenciny
aj ako riadenie ¢asu. Riadenie Casu je vSak vel'mi
Siroky pojem. Otvaraju sa otazky na
zodpovedanie, ze je potrebné rozdelit' riadenie
akého casu, koho ¢asu, kol'ko ¢asu... Dlhodobo
vnimame tato definiciu casu len v stlade
S pracovnym casom. AvSak prave pod tlakom
Casu, ludia zalinaji vnimat timemanazment,
¢ize riadenie Casu, aj vo svojom osobnom Zivote.
Planuju dovolenky, oslavy, Sport, ¢i volny Cas.

Volny ¢as. Kedysi bezna zalezitost. Dynamicka
doba azvySovanie narokov na ludi, priniesla
velmi casté slovné spojenia: ,Nemam cas.
alebo ,,Nestiham.“. Clovek nie je stroj a nie je
mozné donekone¢na a dlhodobo navySovat
vykon. V désledku tohto negativneho trendu
vznikla myslienka, aby bola dostatocna
efektivita prace, ale inym spdsobom. Eliminovat’
stres z ¢asového tlaku, ziskat' viac pokoja,
vychutnat' si pritomnost’ azit vedome. Tuto
mySlienku ma  zakomponovany laskavy
timemanazment.

1.1 Laskavy timemanaZment

Exkluzivita laskavého timemanazmentu je
postavena na inom principe akou je bezny trend
— Vv ¢o najkratSom case, zvladnut ¢o najviac
uloh. Berie do tuvahy zakladné biologické
potreby ¢loveka, akceptuje kognitivne vlastnosti
¢loveka, ¢i jeho biorytmus. Uplatnenim znalosti
azisteni stdle pribadajucich poznatkov, z
neustaleho odborného poznavania ¢loveka, alebo
ludského mozgu, je mozné aplikovat ovela
efektivnejsi timemanazment.

Zakladnou stavebnou jednotkou laskavého
timemanazmentu je praca s hodnotou ¢loveka
(firmy, zamestnanca...) Uréenie hodnot je vel'mi
dolezitym aspektom. Na urfenie vlastnych
hodnét je potrebné vyélenit’ dostatoény cCas a
nasledne vyuzit’ prioritizaciu zistenych hodnot.

Hodnota je vyznamny prvok/proces, ktorej
$pecifickost za zakladd na uvedomeni, ¢o
prinaSa zmysel auspokojenie potrieb c¢loveka.
Hodnotou méze byt cokol'vek, ¢o ¢loveku naplni
jeho ocakavania od Zivota.

Pri uréovani hodnoét méze pomoct zoznam v
poradi podl'a dolezitosti, ktoré si clovek (firma)
ur¢i. Po spisani hodnot pomédze jednoducha
otazka na prioritizaciu a overenie, ¢i je urcend
hodnota  skutone na sprdvnom mieste
hodnotového rebricka. Pomockou na verifikaciu
je porovnanie kazdej hodnoty s kazdou. Pri
porovnavani jednotlivych hodndt, pomodze
kladenie jednoduchej otazky: “Ktora hodnota pre
mia (pre firmu) viac znamena?”. Moéze byt
vyuzité bodovanie, alebo iné moznosti
prioritizacie.

Castym poznanim udi (firiem) je, Ze poradovnik
hodnoét sa Casom moze zmenit'. Je dobré, ak na
zaklade uréenych hodnét ideme ruka v ruke s
viziou, misiou, prioritami a ciel'mi.
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Zo ziskanych spétnych vizieb, po aplikacii
principov laskavého timemanazmentu, sa zacina
ukazovat’, Ze prave tento pristup prindsa lepSie
vysledky. Dokonca je tu pravdepodobnost, Ze
¢lovek zvladne prirodzene a bez tlaku viac v tom
istom Case. V porovnani so su¢asnou praxou, kde
sa vyzaduje neustadla optimalizacia casu
a pridavanie ¢innosti.

Beznou rutinou je, Ze l'udia plnia len stanovené
ulohy a len to, ¢o sa od nich oc¢akava v Case. Na
prvy pohlad to mdze vyzerat, ze Co iné ma
zamestnanec robit, ked’ze jeho povinnostou je
plnit’ tUlohy od nadriadeného. Samozrejme.
Vyplyva to aj zo Zakonnika prace. Ale plnit’ si
ulohy tak, ze st ludia absolitne pohruZzeny do
prace, lebo vedia, Ze je to v sulade sich
hodnotami, je vyznamny rozdiel. V pristupe
zamestnanca, ale aj vo vysledku, ktory
vyznamne ovplyviiuje uspech firmy.

Prave princip laskavého timemanazmentu je
ulohou lidra. Otvorenou komunikéaciu spolo¢ne
planuje Cas vstlade scielmi firmy. Stcasne
berie na vedomie i charakter prace a osobnost
jednotlivca. Kazdy plan, iten casovy je vecou
diskusie. Cielom je nastavenie pracovného
kalendara zamestnancovi tak, aby bral do Gvahy
vSetky spominané aspekty. Dlhodobé nadéasy, ¢i
tlak na zvySovanie vykonu, v ¢o najkratSom case
je dlhodobo neudrzatelny trend.

Je vhodné poukazat napriklad na mailova
komunikaciu. Ocakava sa, Ze ,,sa nejako* precita
a zvladne. Beznou praxou vo firmach je, ze
spracovanie mailovej komunikacie sa ocakava
popri dalsich ulohach, ktoré st presne
vypocitané na pracovny ¢as. Zamestnanci potom
vyuzivaji rézne sposoby ako zvladnut’ emailova
zataz. Na stretnutiach vidite bezne TI'udi ako
nepocuvaju obsah schodzky, ale tukaju do
mobilnych telefénov alebo notebookov. PiSu
pocas obednych prestavok, ¢i vyuzivaji na to
svoj  sukromny Cas, pretoze mailova
komunikécia je bezne v mobilnych zariadeniach.
Nové zmeny v Zakonniku prace uz maju prvé
naznaky ochrany zamestnanca, ale eSte stale je
o zlepsovat.

Je vSeobecne zname, ze ¢im viac l'udia pracuju,
st viac a viac unaveni a vykon klesa viac a viac.
Kazdy dalsi den je ztoho ddvodu efektivita
prace nizsia a niz§ia. Uz Tomas Bat’a poukazoval
na pravidlo 8-8-8. Osem hodin kvalitného
spanku, osem hodin prace a osem hodin ¢asu na

rozvoj, zdbavu, ¢i iné aktivity podla
hodnotového rebricka jednotlivca. Uz len tato
zmena postoja k ¢asu prinesie rovnovahu a viac
energie na kazdodenné pracovné povinnosti.
Vysledkom su menej unaveni a viac angazovani
zamestnanci.

Urcite pridu aj situacie, kde je potrebné nieco
dokoncit’ a venovat’ sa danej Cinnosti dlhSie.
Kratkodobé vynimky toto pravidlo akceptuje.

Vel'mi Castym javom byva, Ze manazéri venuju
extrémne vela Casu pracovnikom, ktori neplnia
svoje povinnosti. Pravidelne sa s nimi stretavaju,
uréuji im nové anové ciele, kontroluju kvalitu
a v€asnost’” dodanych tuloh. Pri zacieleni len na
tych menej angazovanych l'udi, manazér straca
¢as. Pod vplyvom tychto okolnosti mu uz ostava
minimum c¢asu na tych, ¢o maju vyborné
vysledky.

Lidri volia prave opac¢ny postup. Ten, ¢o prinesie
ovela lepsi vysledok. Venuju ovela viac Casu
tym dobrym a vynimoénym zamestnancom.
Vdaka takému pristupu sa tak ti menej timovi
hraci bud’ prisposobia tempu kolektivu, alebo
dobrovol'ne uvol'nia miesto tym, o chcu zdiel'at’
kolektivne pracovné nasadenie. Cim viac ¢asu
investuji do Tudi, tym lepsie vysledky budu
prinasané.

Preto je zakladom laskavého timemanazmentu
plan. Dobry plan. Vytvorenie skutocne dobrého
planu je sumar poznatkov hodndt, vizie,
cirkadianneho cyklu ¢loveka, uréenie
najkvalitnejSicho ¢asu na pracu a Stanovenie
priority. Vsetko v sulade.

1.2 Manazérska komunikdcia

Slovo komunikacia sa vyvinulo z latinského
slova communicatio, ktorého vyznam je robit
nieco spolocnym, radit’ sa, rokovat’, zhovéarat’ sa.
Komunikéciu chépeme ako dorozumievanie,
dorozumievaci styk (Kratky slovnik slovenského
jazyka, 1977).

Pri vedeni T'udi je neodmyslitelnou sucast'ou
otvorena komunikacia, ktora vyplyva z pévodu
slova. Komunikacia, ktora okrem zadavania
pracovnych tuloh, ¢i zdielania informacii
k vykonu prace. Je nevyhnutné overenie
porozumenia pri odovzdavani a prijimani uloh.
Otvorena komunikacia zahffia obojstranny tok
informacii. Zhora dole a naopak.
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Prekvapivé je, ze existuju spoloCnosti, ktoré
komunikaciu povazuju za stratu pri vykone
prace.

Tento trend pri vedeni l'udi je velmi doélezité

pomenovat’” a nasledne zmenit. Poslanie tloh
mailom, ¢i informacii zamestnancom, nemdzeme

povazovat za komunikaciu. Mailova
komunikacia je zradnd, pretoze v pisomnom
prevedenti, moze medzi vysielatel'om

a prijimatelom dojst k rozdielnej interpretacii
obsahu. Co prinasa negativum, e zamestnanci si
vysvetlia tlohu inak, alebo bezné konstatovanie
nejakej situdcie vnimaju ako kritiku.

Lider vie, ze osobna komunikacia
s jednotlivcom, alebo timom je nevyhnutna.
Idealny stav je, ak ludia vedia, Ze m6zu osobne
(online) byt so svojim $éfom vo vyhradenom
Case aporozpravat vlastnymi  slovami, c¢o
Vv danej chvili riesia (v praci, ¢i v sikromi). A ta
istt moznost ma lider, ktory pri zadavani
informacii méze okamzite overit’ pochopenie.

Zdielanie pracovnych informacii je povazované
za formalnu komunikéciu. Idedlnym stavom
mdzeme nazvat, ak je formalna komunikacia
doplnend aj oneformalnu  komunikaciu.
Neformalna komunikacia nie je vo firmach ¢asto
uznavana, no napriek tomu je nevyhnutnd pri
vedeni l'udi. Neformalna komunikacia je sice pre
vykon prace tazko meratelna, ale ked’ze sme
ludia anie stroje, je nevyhnutna. Lider, ktory
vdaka svojej emocnej inteligencie dokaze
identifikovat’ nutnost takej komunikacie je
vel'mi uznavanym v o€iach zamestnancov.

Ludia prichadzaju do prace s réznymi postojmi,
zdravotnym stavom, pod tlakom starosti
z domaceho prostredia, ¢i zazili iné situdcie,
ktoré prinasa zivot. A tak vdaka otvorenej
komunikacii méze byt lider v tychto situaciach
ako prvy bod sty¢ny bod, ktory pomdze odvratit’
dlhodobé zniZenie pracovného vykonu, ¢i podat’
pomocnu ruku. Otvorena komunikicia je
S uprimnym zaujmom. Poméha budovat’ doveru
medzi a udrziavat motivaciu zamestnancov,
pretoze vedia, Ze sa mdzu na svojho lidra
kedykol'vek obratit’.

Urcit kolko ma trvat’, ¢i akom ma vyzerat je
mozné asi len v pripadovych stadiach. Kazdy
¢lovek je iny a preto aj komunikécia s kazdym
jedincom bude prebichat’ inak. Samozrejme,
mozeme sa  odrazat od  zadkladnych

psychologickych poznatkov, ako je rozdelenie
typov l'udi. Existuji mnohé manazérske skolenia
komunikacie, ktoré sa odrazaju zo psychologie.
Castym javom vo firmach je vyuZivanie
analytickych  prieskumov  osobnosti (napr.
farebna typoldgia, ¢i iné moznosti). Tieto
analyzy moéZzu pomdct’  pri  vzajomnej
komunikécii, pochopenia druhej strany. Na to,
aby sme sa vzajomne reSpektovali uz nestacia
len analyzy, ale je potrebny individualny pristup
k ¢loveku a postoj lidra, ktory hl'add adekvatne
sposoby komunikacie.

Komunikécia je nevyhnutnd, ak chce firma
prosperovat amat dlhodobo motivovanych
zamestnancov.

Starostlivost’ 0 zamestnancov urcuje aj Zakonnik
prace. Zakon, ale nema zakomponovanu nutnost’
komunikacie. A pritom je to skuto¢ne odrazovy
mostik vo vSetkych smeroch, a nie len v praci,
i vo v8etkych odvetviach. Otvorena komunikacia
je zakladnym principom starostlivosti. LCudsky
pristup, zaujem, akceptacia ,,I'udskych slabosti®,
¢i budujtca dovera medzi lidrom
a zamestnancom moéze byt velmi dobre
podporena aj koucovanim pristupom.

1.3 Koucovaci pristup

Kou¢ovaci pristup vychadza z poznatkov
koucing. Koucing je uz vel'mi Casto sklonované
slovo, ale jeho aplikacia v slovniku je casto
zavadzajuca. Koucing vyuziva otvorené otazky,
bez  manipuldcie, suUprimnym  zaujmom
0 ¢loveka. V koucingu kou¢ veri, ze clovek je
sam expert na dani situaciu. Podporuje
uvedomenie kou¢ovaného smerom k ciel'u.

Kou¢ neradi, nepomaha, nepodsuva svoje
myslienky. Kou¢ nezadava ciel aani tému
rozhovoru. Kou¢ pouziva otvorené otazky vd’aka
Sirokej palete koucCovacich nastrojov, ktoré
naStartuji zmenu postoja a myslenie Cloveka.
Opiera sa 0 aktivne pocuvanie pocas rozhovoru
a napdjanie na pocuté. V koucingu je sledovany
ciel’ kou¢ovaného a nie kouca. Dobry kou¢ viac
pocuva ako rozprava.

Koucovaci pristup v praxi je aplikacia zrucnosti
Skoucingu do  manazérskeho  prostredia.
Manazér moéze vyuzivat prvky koucingu, no
stale ma pod kontrolou plany, ¢i stanovené
pracovné ciele. Rozdielom je, Ze nemusi urovat’
¢o, kde aako ma zamestnanec robit, aby sa
splnil stanoveny ciel. Vyhodou koucovacieho
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pristupu je, Zze zamestnanec hladd cesty
a sposoby sam. Otvara sa tu novd moznost
angazovanosti Pudi k plneniu cielov.
Zamestnanci prichadzajt s kreativnymi napadmi.
V porovnani s direktivnou formou riadenia, kde
nové napady, ¢i myslienky, nemaji vobec
priestor na vznik, ¢i aplikaciu do praxe.

Koucovaci pristup méze byt vyuzity kdekol'vek
Vv pracovnom prostredi. Velmi casto byva
vybornou pomockou pri poradach, osobnych
pohovoroch  alebo v beznom pracovnom
prostredi. Tento pristup poméaha zacielit
rozhovor na ciel amanazér dokdze vyuzit
maximalny potencial ¢loveka.

Manazér vyuZzivajuci koucovaci pristup pri
vedeni l'udi, poméaha aj k budovaniu firemnej
kultiry  zalozenej na  reSpekte, dovere
a podporujicej  produktivitu. Firmy, ktoré
aplikovali koucovaciu kultaru maju
v dlhodobejSom horizonte ovela viac
zainteresovanych  pracovnikov.  Pracovnici
preukazuju viac ochoty pri plneni cielov, pretoze
je tam vybudovanad dovera vich odbornost.
Koucovaci pristup je postaveny na dovere
zamestnancov. Zamestnanci preberaji
zodpovednost’ a samostatne hl'adaju spdsoby
a cesty k plneniu aloh.

2. TRENDOVY LIDERSHIPV 21.ST.

Maximalizacia vykonu atlak na vykon
sposobuje, Ze sa vel'mi Casto, napriek poznatkom
opomina prave komunikicia ako zaklad
zdravého timu, ¢i firmy. ManaZéri a majitelia
firiem povazuji komunikaciu za plytvanie ¢asu.
A prave spravna komunikacia pomaha v rozvoji
firmy, vytvara podporné prostredie.

Prax v v 21. storo¢i ukazuje, ze najmenej
ucinnd je direktivna forma riadenia, zial’, stale
vel'mi Casto aplikujuca v mnohych odvetviach, ¢i
sukromnych firmach. Castym javom je len
zékladna starostlivost’ o zamestnanca, ktora plni
literu zakona. Zakonnik prace sice Siroko
popisuje elementarne povinnosti
a zodpovednosti zamestnavatel'a a riadiaceho
pracovnika, ale neobsahuje uz presah a aplikaciu
do praxe. A prave tam vznikaju rdzne nespravne
formy vedenia l'udi.

Stale Castym javom je, Ze aj ked je urcena
pracovnd napli, vhodné pracovné podmienky

spiiaju stanovené kritéria, tak to nezaruduje, Ze
forma vedenia l'udi bude spravne aplikovana.
MozZeme to porovnat’ s vychovou deti. St rézne
odportcania, ale neexistuje exaktny navod. A aj
naprick mnohym usmerneniam, vznikaji na
pracovisku situacie, kde zasahuje I'udsky faktor.
Chybajlca tolerancia, akceptacia jedinca ako

jedinecne;j a originalne;j bytosti. Stale
ocakavajuce radenie I'udi do Struktur, tabuliek,
foriem.... Otvorenymi otdzkami  ostavaju

nekoneéné moznosti, ako definovat’ lidra a ako
tieto poznatky aplikovat’ spravne do praxe tak,
aby bola mozna aj opakovatelnost dobrych
lidrov.

Samozrejme, ze je potrebné mat pravidla
a dodrziavat’ procesy, Standardy a smernice. Ale
toto vSetko nesmie prekracovat’ mieru ¢loveciny.
Ludsky aindividualny pristup je to, c¢o
nevyhnutne tato spolo¢nost’  potrebuje
v mnohych firmach. Prave spravanie cloveka
k ¢loveku, alebo nadriadeného k podriadenému
je to, ¢o sa velmi tazko urcuje do tabuliek, ¢i
pravnych tprav.

Mnohi manazéri neovladaji podéavanie
spitnej vidzby, spolo¢né vytvorenie spdsobu
plnenia ciel’a, ¢i zdiel'anie informacii tak, aby si
overili pochopenie. Chyba praca s emdciami,
pretoze aj tie su sucastou cloveka a po
prekroCeni prahu prace ich nenechava pred
branou firmy.

Nedostatok znalosti formy manazérskej
komunikacie a mnohé iné chybajuce elementy,
ktoré nepokryva Zakonnik prace, sposobuje, Ze
dochddza kréznym formam nespravneho
vedenia 'udi. MozZno by bolo dobré povedat, ze
je to len technické vedenie l'udi, ale chyba tam ta
l'udska zlozka lidra. Cloveéina.

3. AKO NA CLOVECINU
V LEADERSHIPE?

Vyber lidra na vedenie l'udi, ¢i vznik lidra
v stkromnom  podnikani, ma spolo¢ného
menovatel'a. CeloZivotné vzdelavanie.

Sledovanie uspesnych lidrov, ktori maju za
sebou mnohych spokojnych zamestnancov.
Neustale porovnavanie sa s lep§imi. Pravidelné
overovanie si, ¢i forma vedenia Tudi je
akceptujiica aj priamo tam, kde je aplikovana.
Byt otvoreny zmenam, pristupovat’ ku kritike
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S otvorenou mysl'ou a hlavne mat’ na zreteli, ze
pracujeme sTud’mi anie strojmi. Naudit' sa
pracovat s emociami pri vedeni l'udi tak, aby
boli hladané vSetky mozné rieSenia iV tak
nepredvidatelnych situaciach.

Vedenie Pudi ma velmi citlivy zaklad. Cloveka.
A c¢lovek je tvor jedine¢ny. Preto pristupujme
k ¢loveku tak, aby sme neplytvali jeho
potencidlom, ale podporovali to jedinecné
v iiom. A toto vsetko je ulohou lidra. Byt tam
pre ludi, pripravit 'udom priaznivé pracovné

vSetko potrebné pre vykon ich prace a plnenie
cielov. Komunikovat' vzdy, ked’ je to potrebné.
Hl'adat’ cesty ako zamestnancom pomahat’ a byt
oporou. Bez povySovania, ¢i presadzovania.
Lider vie, Ze aj jeho zamestnanci mozu byt
Sikovnejsi v uréitych oblastiach a plne respektuje
ich jedinecnost. Lider vie, ze ludia si tym
najdolezitejSim zdrojom apreto st vzdy na
prvom mieste.

Lider aplikuje princip, ktory odporuca Simon
Sinek vo svojej knihe sidentickym nazvom:

prostredie. Overovat, ¢i maji zamestnanci Lidri jedia posledni.
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SUMMARY

Successful leadership of people in the 21st century requires new approaches that are built on
communication and coaching and effective time management. Priorities in time management are based on
values, vision, mission and with regard to the person himself. It takes into account all the circumstances that can
determine the endless pressure on a person. It shows that man is not a machine and therefore it is not possible to
increase performance indefinitely, in the shortest possible time. Due to the application of a different approach to
time management, there is less pressure on people. It produces better results at the same time compared to the
constant pressure on a person to handle more and more.

An important point is the leader's open communication. In addition to formal communication, the leader
knows that it is necessary to communicate informally as well. People have their emotions, problems, changes in
health, which significantly affects work performance. It is in this case that informal communication is
appropriate, which can help to avert various negative impacts on work.

The leader is the first point of contact for the employee. His important role is to listen to his employees and
put his full trust and acceptance of the solutions brought. A great benefit of active listening, when applying a
coaching approach, is also the benefit of innovative solutions on the part of employees. This environment of trust
and cooperation makes employees feel that everyone is an asset and an important part of the team.

Another positive impact thanks to active listening is creative and innovative solutions from employees. This
environment of trust and cooperation makes employees feel that everyone is an asset and an important part of the
team. The implementation of these leadership principles can significantly contribute to better results with a
longer duration. At the same time, they create a working environment that is in line with modern trends in the
field of people management.
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SIETOVANIE A PREPAJANIE AKTEROV V SYSTEME QUADRUPLE HELIX
V REGIONOCH GEMER-MALOHONT A NOVOHRAD

NETWORKING AND INTERCONNECTION OF ACTORS IN THE QUADRUPLE
HELIX SYSTEM IN THE REGIONS OF GEMER-MALOHONT AND NOVOHRAD

Marian BAKITA, Jan PLESNIK, Zuzana BAKITOVA

Abstrakt: Systém Quadruple Helix (QH) predstavuje moderny pristup k rozvoju inovacnych ekosystémov, kde
spolupracuju Styri hlavné zlozky: akademicka sféra, podnikatelsky sektor, verejnd sprava a obcianska spolocnost.
Tento model vytvara priestor na synergické prepdjanie zdrojov, know-how a infrastruktur, ¢o umoziuje efektivnejsie
rieSenie regiondlnych potrieb a vyziev. Jednym z praktickych prikladov implementicie OH je REGIONALNY
PRIEMYSELNY INOVACNY KLASTER RIMAVSKA KOTLINA (REPRIK), ktory sa zameriava na podporu dudlneho
vzdeldvania a prepdjanie miestnych firiem so vzdelavacimi instituciami. Tato synergia medzi sektormi je nevyhnutnd
pre rozvoj inovacii a regiondlnej konkurencieschopnosti.

KPlucové slova: quadruple helix, inovdcie, obehové hospodarstvo, regiondlne centrum obehového hospoddrstva,
klaster, vzdelavanie, spolupraca.

Abstract: The Quadruple Helix (QH) system represents a modern approach to the development of innovation
ecosystems, where four main components work together: academia, the business sector, public administration and civil
society. This model creates space for synergistic interconnection of resources, know-how and infrastructures, which
allows for a more effective solution to regional needs and challenges. One of the practical examples of QH
implementation is the Regional Industrial Innovation Cluster Rimavska kotlina (REPRIK), which focuses on
supporting dual education and connecting local companies with educational institutions. This synergies between
sectors are essential for the development of innovation and regional competitiveness.

Key words: quadruple helix, innovation, circular economy, regional hub for circular economy, cluster, education,
cooperation.
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1. Klaster v Quadruple Helix prerusenia kontinuity. V  kontexte tychto

Klaster REPRIK — zaujmové zdruzenie
pravnickych o0s6b, ktoré zdruzuje subjekty
z viacerych sektorov pomaha tvorit zaklady
Regionalnych centier obehovej ekonomiky
(RCOH) v najmenej rozvinutych regionoch ako
su regiony GEMER-MALOHONT
A NOVOHRAD modelom QH. Tento model
umoziuje  lepSiu  integraciu  socialnych,
ekonomickych a environmentalnych dimenzii do
inovacnych procesov. Klastrovda organizacia
vd’aka aktivnosti jednotlivych ¢lenov vie vyuzit
potencial sietovania. Klaster sltizi ako platforma
pre spolupracu a vymenu vedomosti medzi
Skolami  dudlneho vzdeldvania, miestnymi
firmami a  dalSimi  aktérmi.  Vyuziva
podnikatel'ské subjekty, ktoré si uz v regione
dlhodobo etablované, ¢im sa znizuje riziko

regionov je implementacia tohto modelu kriticka
pre udrzatelny rozvoj a socialnu inkluziu.

1.1. Ciele spoluprdace

Jednym z hlavnych ciel'ov spoluprace v ramci
klastra REPRIK je vytvorit' funkénu platformu
na prepajanie §kol poskytujucich dualne
vzdelavanie a prax s miestnymi podnikmi ako aj
samospravami. Tento pristup podporuje:

. Zvysenie kvality vzdelavania
prostrednictvom realnych praktickych skusenosti
ziakov.

. Zvysenie zamestnatel'nosti absolventov
prispdsobenim ich zru¢nosti poziadavkam trhu
prace.
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) Posilnenie regionalneho hospodarskeho
rozvoja prostrednictvom spoluprace medzi
vzdelavanim a praxou.

V ramci dostupnosti sa klastrova organizacia
zameriava na Skoly v okresnych mestach
Rimavska Sobota, Lucenec, Poltar, ¢o umoziuje
ziakom $§kol bez nadmerného zvySovania
nakladov na dopravu a vyuzit moznosti priamo
Z regionu.

1.2 Pristupy k siet’ovaniu a prepdjaniu aktérov
Identifikdcia potrieb a moZnosti:

Vyskum regionalneho trhu prace na urcenie
najziadanejSich profesii.

Mapovanie kapacit vzdelavacich institicii a
moznosti miestnych podnikov.

Vytvaranie partnerstiev:

Uzatvaranie zmluv medzi Skolami a firmami na
zéklade obojstranného prospechu.

Organizovanie pravidelnych stretnuti na zdiel'ani
informacii a budovani vzajomnej dovery.

Dualne vzdelavanie:

Realizacia  Skolskych  programov,  ktoré
kombinuju teoretické vzdelavanie s praktickym
tréningom vo firmach.

Zavadzanie mentoringového systému, kde
zamestnanci  firiem  poskytujii  $tudentom
odborné vedenie.

Technologické platformy:

Vyuzivanie digitalnych nastrojov na prepojenie
Studentov, $kol a zamestnavatel'ov (napr. portaly
pre ponuku a dopyt po stazach).

Propagacia a osveta:

Organizovanie podujati, ako si dni otvorenych
dveri v podnikoch, kariérne dni a workshopy.

Zapojenie verejnosti prostrednictvom miestnych
médii a socialnych sieti.

2. PRINOSY PRE JEDNOTLIVYCH
AKTEROV

Spolupraca v ramci quadruple helix modelu
prinaSa viacero vyhod, ako st rychlejsia
adaptacia na trhové zmeny, lepsSie vyuzitie
zdrojov a zvySenie regionalnej inovacnej

kapacity. AvSak, existuju aj vyzvy, ako su
koordinacia medzi réznymi aktérmi,
zabezpecenie dlhodobej udrzatelnosti spoluprace
a rieSenie socidlnych a environmentalnych
otazok.

Pre skoly:

Moznost prispdsobit’ Studijné programy realnym
potrebam trhu prace.

ZvySenie atraktivnosti dudlneho, praktického
vzdeldvania pre novych Studentov.

ZlepSenie technického vybavenia Skoly co
umozni znizovat’ naklady Skole.

Flexibilné kurikulum nakolko vzdelavacie
programy su prispdsobené aktualnym potrebam
trhu prace.

Mentoring, ktory zabezpeCuji zamestnanci
firiem poskytujici Studentom odborné rady,

podporu a vedenie k zodpovednosti za vykonané
¢innosti.

Pre Studentov:

Ziskanie praktickych zrucnosti a pracovnej
skusenosti uz pocas stadia.

Budovanie si profesionalnych kontaktov, ktoré
mozu byt uZzitoéné pri uplatneni v praxi alebo
zahajenie samo zamestnania.

Zvysenie konkurencieschopnosti na trhu prace.

Moznost tvorit a podielat’ sa na budovani
firemnej kultury a etickych kodexoch.

Sledovanie ,,zivého* rychlo sa meniace systému,
konkurencie, produktov, sluzieb a legislativy.

Finan¢né ohodnotenie ainé benefity, ktoré
podporuju ich motivaciu a vykon.

Pre firmy:

Pristup k mladej talentovanej pracovnej sile,
ktord je uz oboznamenad s procesmi vo firme
atym ziskanie potencionalneho zamestnanca,
ktory ma uz firemnu kultaru.

Vyuzit' pohlad k etickému kodexu, firemnej
kultire a imidzu firmy.

Zvysit povedomie o firme u mladej generacie.

Vyuzit’ nové IT technologie a software s ktorym
pracuje mlada generacia.

Pre region:
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Pristup k mladej talentovanej pracovnej sile,
ktora je uz oboznamena s procesmi vo firme.

2.1 Vyzvy a moZnosti na zlepSenie

Napriek pozitivnym vysledkom existuji vyzvy,
ktoré si vyzaduji pozornost’:

Nedostatok financii: Potreba ziskat' dodatocné
zdroje na podporu dudlneho vzdelavania a
technologického vybavenia predovsetkym pre
Skoly.

Koordinacia aktérov: Zabezpecit' efektivnu
komunikaciu medzi Skolami, firmami a
samospravou.

Zapojenie verejnosti: ZvySenie povedomia o
vyznamnosti dualneho vzdelavania
a vykonavania praxe priamo u aktérov v regione
ako st podnikatel'ské subjekty a samosprava.

Zlepsit povedomie, ze vychova mladého ¢loveka
V zamestnani nemusi v prvom rade znamenat
moznost konkurencie, ale naopak moznost
ziskat’ kvalitného zamestnanca alebo partnera do
firmy.
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3. ZAVERY A ODPORUCANIA

Vzdelavanie je zakladnou sti¢astou RCOH, a je
multisektorové.  Quadruple  helix = model
poskytuje robustny ramec pre podporu inovacii a
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regiondlne centrd obehového hospodarstva
RCHE (Regionalne huby cirkularnej ekonomiky
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The REPRIK cluster is created by the RCOH Circular Economy Centers and forms a platform for
cooperation within the Quadruple Helix (QH) model. This model integrates social, economic and
environmental aspects in order to support innovation in the least developed regions of Slovakia, such as
Gemer-Malohont and Novohrad. By connecting schools, businesses, local governments and civil society to
sustainable regional development.

SUMMARY

Objectives and approaches of the REPRIK cluster

The main goal of the cluster is to connect schools providing dual, practical education with local businesses and local
government. This model allows students to gain practical skills and work experience during their studies, increasing
their employability and competitiveness in the labour market. The cluster supports school programs adapted to the
current needs of the labor market, and participates in its creation. As part of the cooperation, it uses the background of
established partners — actors in the region.

Key approaches include:

Identification of labour market needs and opportunities of local businesses.

Building partnerships between schools and companies on the basis of mutual benefit.

Benefits of the QH model for actors

For schools: The model improves the quality of education, curriculum flexibility and technical equipment. Students
gain practical experience and the opportunity to work with experienced mentors.

For students: Dual education allows you to build work contacts, acquire practical skills and prepare for the real labor
market. It also includes benefits such as financial rewards or professional guidance.

For businesses: Businesses gain access to a young, skilled workforce familiar with business processes. At the same
time, they are building awareness among the younger generation and have the opportunity to integrate new IT
technologies.

For the region: The model promotes regional development and innovation, which contributes to improving
employment and economic stability.

Challenges and recommendations

The main challenges are the lack of funding to support schools and dual education, the need for effective coordination
between actors and raising awareness of the benefits of the QH model. It is recommended to improve communication
and secure additional sources of funding to increase the sustainability of cooperation. Within the framework of
cooperation, one entity may cover the administration associated with the practice and another entity may provide the
workplace of the practice.

Conclusion

The REPRIK cluster is an effective example of the implementation of the Quadruple Helix model in Slovakia. Its
activities support innovation, dual education and regional development, drawing inspiration from successful programs
abroad. The QH model is proving to be a promising tool for addressing economic, social and environmental challenges
in the least developed regions.

The REPRIK cluster is created by the RCOH Circular Economy Centers and forms a platform for cooperation within
the Quadruple Helix (QH) model. This model integrates social, economic and environmental aspects in order to
support innovation in the least developed regions of Slovakia, such as Gemer-Malohont and Novohrad. Through the
linking of schools.
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TRENDY V OBLASTI DIGITALIZACIE MALYCH A STREDNYCH PODNIKOV SO
ZAMERANIM NA E-SHOPY

TRENDS IN DIGITALIZATION IN SMALL AND MEDIUM-SIZED ENTERPRISES WITH
A FOCUS ON E-SHOPS

Zuzana DINKOVA GASPAROVICOVA

Abstrakt: Digitalizicia a automatizdcia prispievaju k zvySeniu efektivity a produktivity ludskych zdrojov a
konkurencieschopnosti malych a strednych podnikov (MSP). Uspech digitalizicie zavisi od digitélnych zrucnosti
zamestnancov a od schopnosti podnikov implementovat digitilne technoldogie do praxe. Vdaka digitalnym
technologiam vedia firmy a zamestnanci automatizovat’ procesy, efektivne planovat, riadit, kontrolovat, analyzovat
a pristupovat rychlo k udajom a informaciam v redalnom case. Digitalna transformdcia na druhej strane prinasa rizika
V podobe kybernetickych hrozieb s cielom odcudzit' data, hesla a narusit’ bezpecnost spolocnosti. Velmi déleZitym sa
stava systematické a efektivne vzdeldvanie zamestnancov, ktoré zarucuje plynuly prechod MSP k digitalnej
transformdcii a automatizacii a zvySovaniu kybernetickej bezpecnosti .

KPadové slova: malé a stredné podniky (MSP), digitalna transformdcia, problémy a priority, kybernetickd bezpecnost

Abstract: Digitalization and automation contribute to increasing the efficiency and productivity of human resources
and the competitiveness of small and medium-sized enterprises (SMEs). The success of digitalization depends on the
digital skills of employees and on the ability of companies to implement digital technologies in practice. Thanks to
digital technologies, companies and employees can automate processes, effectively plan, manage, control, analyze and
quickly access data and information in real time. On the other hand, digital transformation brings risks in the form of
cyber threats aimed at stealing data, passwords and violating company security. Systematic and effective employee
training is becoming very important, which guarantees a smooth transition of SMEs to digital transformation and
automation and increasing cybersecurity.

Key words: small and medium-sized enterprises (SMEs), digital transformation, problems and priorities,
cybersecurity
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1. DIGITALNA TRANSFORMACIA bude zvySovanie ochrany dat a kybernetickej

S S, , bezpecnosti spolocnosti a podnikov.
Digitalizacia a automatizicia procesov sa stava

kazdodennou sucast’ou jednotlivca a spolo¢nosti, Malé a stredné podniky (MSP) sa velmi casto
zamestnanca a zamestnavatela, ako na internej stretavaji s nadbytocnou  byrokraciou,
urovni, tak aj v prepojeni s vonkajSim regulaciami,  zvySenymi  investiciami a
prostredim: s rdznymi institGciami, Statnou nedostato¢nou finanénou podporou, ktoré mézu
spravou, odberatel'mi ¢i dodavatel'mi. viest k slabej a pomalej digitalizacii a

. . . S, automatizacii procesov a vyroby.
Technolégie na jednej strane prispievaju k p yroby

zvySovaniu efektivity a produktivity l'udskych
zdrojov a konkurencieschopnosti podniku, na
druhej strane prinaSaju aj mnozstvo problémov,
ktoré treba riesit, reflektovat na ne a Malé a stredné podniky musia v suvislosti s
odstranovat’ ich, priom najvySSou prioritou implementovanim digitalnych technologii celit

2. PROBLEMY A PRIORITY
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réznym problémom, ktoré
digitalizaciu a automatizaciu.

spomaluju

Spoloc¢nosti musia napriklad niekol’kokrat ziadat
a predkladat’ tie ist¢é dokumenty, potvrdenia a
vypisy, pricom to stoji podniky nielen cas, ale aj
peniaze. Regulacie znizuji motivaciu podnikov
zavadzat' inovacie a implementovat digitalne
technoldgie. Legalny ramec a implemetovanie si
Casto  vyzaduju zvySené investicie do
hardvérového a softvérového vybavenia, ako st
servery, datové uloziskd, vypoctovad technika,
programi, moduly, licencie a ich neustale
aktualizacie, vyvoj Specifickych softvérovych
poziadaviek podniku, ale aj IT Specialistov,
zabezpeCenia IT infradtruktary, jej spravy,
udrzby a vyvoja, zalohovania, ¢i potreby novych
zamestnancov a pracovnikov, na ktoré musia
malé a stredné podniky vynalozit cas a
prostriedky, ktoré Casto nemaju k dispozicii a
finan¢na podpora v tejto oblasti je nedostatocna.

Mal¢ a stredné podniky v dneSnej dobe
spracovavaji a presuvaju velké mnozstvo
informacii a ich manualne spracovavanie moze
viest’ k vysSej chybovosti ¢i nizSej produktivite
prace. Na jednej strane spolo¢nosti moézu
disponovat’ zastaranym softvérom ¢i hardvérom,
¢o moéze mat vplyv na bezpeCnost a
produktivitu, nekompatibilitu s  novsimi
systémami ¢i limitujucu spolupracu. Na druhej
strane spolocnosti zépasia s nizkou tUroviiou
digitdlnych zru¢nosti zamestnancov, ¢&ize je
potrebné investovat’ nielen do technologii, ale aj
do zru¢nosti zamestnancov.

Prioritou kazdého podniku by mala byt digitalna
transformacia a automatizacia, ktoré prinasaju
optimalizovanie =~ procesov a  zvySovanie
vykonnosti. Nové pracovné nastroje, metody a
technologie zvysuju efektivnost’ a
konkurencieschopnost. ZlepSovanie prace S
datami a cloudom umoziiuje efektivne
spracovavanie a analyzu obrovského mnozstva
dat, informacii, vstupov, ich prenos a ukladanie,
eliminuji sa zdihavé tlohy, koordinovanie,
kolaboracia a zdielanie na jednotlivych
urovniach podniku.

V neposlednom rade vSak musia podniky a
spolo¢nosti dbat’ na zvySenu ochranu dat, a tym
padom  neustdle  zvySovat  kyberneticku
bezpeénost’ investovanim do softvérov a ich
aktualizécii, roznych licencii, IT Specialistov a
systematického vzdeldvania zamestnancov, ako

aj dodrziavat a implementovat’ reguldcie a
zakony, ¢o moze spomalovat  digitalnu
transformaciu.

3. DIGITALIZACIA MSP V PRAXI

Digitalizacia a automatizacia umoziuju malym a
strednym podnikom nahradzat' rutinna pracu,
znizovat’ chybovost’, zySovat’ produktivitu prace
a stavat’ sa konkurencieschopnejSimi.

Malé a stredné podniky mézu vyuzit Siroku
Skalu softvérov, aplikécii, analytickych a
komunikaénych  nastrojov, modulov a
technoldgii, vd’aka ktorym automatizuju procesy,
spracuvajui a  analyzuji mnozstvo  dat,
digitalizuju, pristupuju k informaciam, kontoluja
¢i komunikuju v redlnom case, eliminuju mnohé
zdihavé ulohy a &asovo ndroéné koordinaéné
stretnutia a maji tym padom lepSiu kontrolu
roznych verzii a dokumentov, Setria Cas a Vv
neposlednom rade aj naklady. Treba vsak
spolupracovat’ s overenymi spolo¢nost’ami, ktoré
dané softvérové produkty pontkaji, dbat’ na ich
pravidelné  aktualizacie,  investovat’  do
hardvérového vybavenia, investovat’ do Skoleni a
tréningov zamestnancov, s cielom predchadzat
kybernetickym ttokom. Prioritou MSP je dbat
na ochranu dat a informacii a minimalizovat’ a
eliminovat’ hrozby a rizikda zvnuatra aj zvonku
firmy.

3.1 Technologie, ktoré prispievaju k zvyseniu
efektivity a produktivity ludskych zdrojov a
konkurencieschopnosti MSP

Existuje mnozstvo ERP (Enterprise Recource
Planning) ekonomickych softvérovych
systémov, vdaka ktorym su malé a stredné
podniky schopné lepSie planovat’ podnikové
zdroje. Tieto systémy umoziuji spolo¢nostiam
efektivne riadit’ a manazovat’ vSetky procesy a
operacie ako je uctovnictvo, zasobovanie,
vyroba, financie a iné. Tieto vykonné
informacné systémy pomahaji firmam s
automatizaciou procesov, poskytuji mnozstvo
manazérskych nastrojov na riadenie celej firmy,
zasob, vyroby, rychle manazovanie obchodnych
ponuk ¢i kontaktov.
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Velmi popularne prave pre malé a stredné
podniky sa stavaji cloudové informaéné
systémy, ktoré su online kedykolvek a
odkialkolvek a su urCené pre rozne operacné
systémy a zariadenia (mobilné telefony, tablety,
notebooky ¢&i desktopové pocitace). Vacsinou
poskytuji desktopové aj webové rozhranie,
pricom v desktopovej aplikécii su k dispozicii
vSetky funkcie a tato sluzi na plnohodnotnu
kazdodennu pracu. Webové rozhranie poskytuje
rychly pohl'ad na data odkialkol'vek aj z mobilu,
¢o je vyhodné pri praci v teréne, na stretnutiach,
v externom sklade, ¢i pre obchodnych zastupcov.
Vsetky dolezité informécie su v jednotnom
systtme a realnom cCase. Vdaka API
(Application Programming Interface, aplikacné
programové rozhranie) je moznost
jednoduchého prepojenia s d’al§imi aplikaciami
(prepojenie s bankami, dorucovacimi a
kuriérskymi sluzbami, e-shopami, skladovym
hospodarstvom). Vyhodou je jednoducha
rychlost’ a instalacia celého systému, efektivita,
flexibilita, zalohovanie a bezpecnost, ako aj
dostupné cenové rieSenia pre malé a stredné
podniky bez nutnosti vlastného IT oddelenia.
Firmam tak odpadaju naklady a prace spojené s
obstaranim a spravou vlastnych serverov, IT
profesionalov, servisom, aktualizdciami a
zabezpeCenim dat. ERP systémy poskytuja
prendjom komplexného riesenia. Technologické
spolo¢nosti  pomocou  vyvoja a  stalych
aktualizacii reflektuji na zmeny zakonov a
nariadeni, rie§ia zabezpecenia celého systému,
poskytuji rézne video navody a manudly,
moznost pripojit’ sa priamo ku konkrétnemu
pouzivatelovi (napriklad pomocou aplikacie
vzdialenej plochy AnyDesk) a zabezpecuju
rozsiahlu technicka podporu.

Malé a stredné podniky mézu v praxi vyuzit
viacero jednoducho pouziteI'nych analytickych
nastrojov a prehliadaCcov na spolupracu a
prepojenie S klientom, dodavatel'om,
zékaznikom ¢i inou externou stranou. Vdaka
cloudovym rieSeniam su udaje presné a rychle,
dostupné v realnom Case, pomocou spolocného
datového prostredia a platformy spoluprace.
Kazda osoba, faza a proces hladko spolupracuju,
a tym padom sa optimalizuje cyklus planovania,
zostavovania, ¢i prevadzky. Takéto rieSenia
umoziuju vSetkym zainteresovanym stranam
pristupovat’ k projektom, datam, informacidm a

udajom, zdiel'at’ ich, kontrolovat’ a komentovat’ v
realnom case.

Malé a stredné podniky vedia automatizovat
mnozsto procesov. Pomocou perpojenia ERP
systému, napriklad s elektronickym obchodom,
vedia efektivne manazovat’ skladové
hospodarstvo, vyuzivat automatizované
vybavovanie objedndvok (od upravy a spravy,
automatického e-mailu zasielanému klientovi o
evidovani objedndvky ¢i odoslani tovaru,
pomocou API sa prepojit s dopravnou ¢&i
kuriérskou sluzbou a automaticky generovat
napriklad  prepravné¢  Stitky, ¢ vyuzit
automaticku notifikaciu o uhrade platby). ERP
systém umoznuje prepojenie s bankami, alebo
mozu e-shopy vyuzit rozne moduly, ktoré
automatizuju procesy a ulahcuju pracu pri
kontrole prijatych platieb a ich parovania Kk
objednavkam. Takéto prepojenia Setria Cas a
minimalizuji chybovost’. Malé a stredné podniky
vedia rychlo generovat rozne reporty ¢i vyuzivat
sofistikované analytické nastroje, vedia lepsie
planovat’, a tym zvySovat svoju efektivitu a
produktivitu. Existuje mnoztvo marketingovych
nastrojov, programov a platforiem, pomocou
ktorych vie podnik oslovit' SirSie publikum,
zapajat’ publikum, sledovat’ vykonnost’, budovat’
si image, jednoducho uviest’ novi znacku na trh
a roz8irit’ rychlo povedomie, stimulovat dopyt,
¢i posilnit’ predaj. Elektronické obchody, ale aj
iné spolo¢nosti, ktoré pdsobia v online svete
mozu vyuzivat’ rézne moduly, ktoré umoziuju
sulad s plnenim poziadaviek bezpecnostnych
nariadeni, zadkonov a noriem, ako napriklad
modul GDPR (General Data Protection
Regulation, VSeobecné nariadenie na ochranu
osobnych tudajov) ¢i Cookie bar (modul pre
vyziadanie suhlasu s pouzivanim cookies na
zariadeni pouzivatela webu) a ich jednoducha
inStaldcia a aktualizdcia umoznuji byt’ v sulade s
platnou legislativou. Vel'mi Casto vyuzivané je
automatické nacitavanie adresy a udajov
napriklad po zadani ICO, &m sa minimalizuja
preklepy a  nespravne  zadané  udaje.
Automatizacia odbremenuje zamestnancov od
rutinnej prace, zvySuje ich efektivitu a
produktivitu.

Velmi popularnym sa stava vyuZzivanie
externych  nastrojov na preklady. Toto
automatizované, kvalitné a presné prekladanie
modze priniest’ rychlu a efektivnu expanziu na

79




SOCIALNO-EKONOMICKA REVUE / 02 - 2024

nové trhy za pomerne nizke naklady a v rychlom
Case.

Malé a stredné podniky vyuzivaji réznych
chatbotov a Al agentov. Vyhodou je, ze
virtualny asistent je k dispozicii neustale
(24/7/365), poskytuje rychle a presné informacie
s pomerne nizkymi nakladmi.

Nakoniec urcite treba spomenuit’ vyuzivanie
umelej inteligencie (Al, artificial intelligence),
kde za pomoci vyuzivania digitdlnych
technologii sa vytvaraji systémy, ktoré
vykonavaju rozne ulohy, napodobiiuju l'udské
myslenie, st agilné a responzivne, moézu
spracovavat’ terabajty dat v realnom case,
informacie sa spracuvaji rychlejsie a presnejsie.
Tieto technoldgie rozsiruju schopnosti ludi,
zvySuju produktivitu a efektivitu na pracovisku.

3.2 Systematické a efektivne vzdelavanie
Zamestnancov

Implementovanie a vyuzivanie vSetkych tychto
nastrojov, systémov, softvérov a technologii si
vyzaduje systematické a efektivne vzdelavanie
zamestnancov, pricom je dolezité poskytovat
Skolenia nielen ohl'adom digitalnych zrucnosti,
ale aj kybernetickej bezpecnosti.

Malé a stredné podniky maju k dispozicii
mnozstvo metdod, od klasickych $koleni,
seminarov a tréningov, pricom vel’'mi popularne
sa stavaju on-line e-learningové kurzy, webinare,
workshopy a tutoridly, ktoré poskytuju rychle
informacie na vyrieSenie problému, otazok, tém
v kratkom case v online priestore. Treba
spomenut aj videokonferencie a
videokomunikacie, ktoré Setria naklady a cas.
Popularnym sa stdva mobilné vzdelavanie, kde
rozne aplikacie umoziuju pristupovat k
Studijnému materidlu a obsahu z mobilnych
zariadenti.

Pri  vybere softvéru su velkou vyhodou
demoverzie, kde si vie uzivatel’ predom pozriet’ a
otestovat’ uzivatel'ské prostredie, popripade sa
demoverzie pouzivaju na zasSkolenie novych
zamestnancov a pracovnikov, ako aj zaskolenie
na novy program ¢i aktualizaciu.

Pri rieSeni problémov, aktualizacii, postupov sa
vyuziva mnozstvo online dostupnych

uzivatel'skych priruciek, ¢i videi, ako aj
obrazkovych navodov a infografiky, kde
pomocou obrazkov, symbolov, grafov a kratkych
textov sa vysvetluju Specifické postupy, ktoré
tak poskytujii prehladni prezentaciu velkého
mnozstva dat a udajov v kratkom case Vv
uzivatel'sky privetivom prostredi.

3.3 Kyberneticka bezpecnost’ a ochrana

Digitdlna transformacia a automatizacia vsak
prinasaju aj riziko kybernetickych utokov. Preto
je velmi dolezité, aby malé a stredné podniky
zvySovali kybernetickl bezpenost' a dbali na
ochranu dat.

Velmi doélezitym krokom je aktualizacia
softvérov,  ktora je  zakladom  dobrej
kybernetickej bezpecnosti, zlepsuje ich rychlost
a vykon, vylepSuju sa funkcie, zarucCuje sa
kompatibilita s nov8imi  syst¢tmami a
technoldgiami, a okrem iného sa vylepSuje aj
vzhlad a wuzivatelovi prinasa jednoduchsie
ovladanie. Malé a stredné podniky a ich
zamestnanci by sa mali vyhybat pouzivaniu
neoverenych  softvérov  alebo  otvaraniu
Skodlivych e-mailovych priloh ¢i sprav. Délezité
je pozorne sledovat’ prijaté e-maily a neotvarat
podozrivé spravy ¢i odkazy, pokial’ je to mozné,
aktivovat’ si dvojfaktorovu autentifikaciu, ktora
pomaha ochranit’ uzivatel'ské konta a uéty od
neautorizovaného pristupu, ako aj dbat nad
pravidelnym menenim a zaddvanim silnych
hesiel.

Spolocnosti a podniky by mali dbat na
pravidelné skolenia zamestnancov a pracovnikov
ohl'adom kybernetickej bezpecnosti, ochrany dat,
zvySovania zru¢nosti a schopnosti s cielom
odhalit phishing ¢i potencidlnu kyberneticki
hrozbu ¢i utok. Na trhu je mnozstvo Specialistov
poskytujucich Skolenia a seminare s cielom
budovat’ povedomie o kybernetickych hrozbach
a tym chranit’ spolocnost’ pred kybernetickymi
nastrahami a utokmi.

Malé a stredné podniky moézu vyuzivat' rozne
moduly na ochranu proti SPAMU (nevyziadanej
poste a sprave) ¢i moduly na blokéciu IP adries,
ochranu pred nechcenymi robotmi ¢i blokaciu
pristupu nevyziadanych krajin sveta a zon,
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pri¢om sa tak dé zabranit’ réznym kybernetickym
utokom a ochrénit’ e-shop ¢i web.

Velmi dolezit¢é je, aby zamestnanci pri
homeoffice alebo pracovnych cestach vyuzivali
bezpecnu, overenll siet’ a pripojenie, chranili
svoje hesla do systémov a vzdy mali svoje
firemné zariadenia (mobilny telefon, laptop ¢i
tablet) pod kontrolou.

Malé a stredné podniky by si mali vytvarat
niekol’ko stupiové zalohy, aby v pripade
vypadku, straty, ¢i utoku vedeli systémy a data
rychlo obnovit’ a sprevadzkovat'.

4. ZAVERY A ODPORUCANIA

Digitalna  transforméacia a  automatizacia
prispievaju k zvyseniu efektivity a produktivity
Pudskych zdrojov a konkurencieschopnosti
malych a strednych podnikov. Spolo¢nosti vedia
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SUMMARY

Digitalization and automation of processes are becoming an everyday part of the individual and the company, the
employee and the employer, both internally and in connection with the external environment: with various institutions,
government, customers or suppliers and contribute to increasing the efficiency and productivity of human resources
and the competitiveness of small and medium-sized enterprises. Companies can use a variety of software, modules and
tools for better and more efficient planning of corporate resources and automation of processes that increase the
efficiency and productivity of employees. Small and medium-sized enterprises can work with a huge amount of data
and information, share it, control and analyze it in real time. Processes are optimized, performance is increased, errors
are reduced and work productivity increases. However, with the advent of digitalization, the threat of cyber threats and
attacks is increasing in order to obtain sensitive information, such as access passwords, databases or personal data.
Therefore, continuous and systematic training of employees and regular software, moduls and licenses updates are
important in order to increase cyber security and data protection in small and medium-sized enterprises.
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ZAKLADY INTERPRETACIE KULTURNYCH A PRIRODNYCH PAMIATOK
BASICS OF INTERPRETATION OF CULTURAL AND NATURAL SITES

Méaria MICHALCIKOVA

ABSTRAKT: Tento clanok predstavuje zdakladné principy a metédy interpretdcie kulturneho a prirodného dedicstva na
zlepSenie navstevnickej skusenosti a podporu ochrany pamiatok. Diskutované su principy Freemana Tildena, ich
implementdcia v certifikacnych kurzoch Interpret Europe a prinosy tychto aktivit pre udriatelny rozvoj. Clanok sa
zameriava na potrebu prepojenia pamiatok s hodnotami a Zivotnymi skiisenostami navstevnikov.

KPucové slova: interpretdcia, kultirne dedicstvo, prirodné dedicstvo, udrzatelny rozvoj, Freeman Tilden

ABSTRACT: This article presents the basic principles and methods of interpreting cultural and natural heritage to
improve visitor experience and support monument preservation. It discusses Freeman Tilden’s principles, their
implementation in Interpret Europe certification courses, and the benefits of these activities for sustainable
development. The article focuses on the necessity of connecting heritage sites with the values and life experiences of
visitors.

Key words: heritage interpretation, cultural heritage, natural heritage, sustainable development, Freeman Tilden
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1. Uvod

Interpretacia kultirneho a prirodného dediéstva
je  kluCovym  nastrojom na  zlepSenie
navstevnickej skusenosti a podpory ochrany
pamiatok. Ako zdoraznil Freeman Tilden vo
svojej praci ,Interpreting our Heritage™ (1957),
interpretacia presahuje jednoduché poskytovanie
informaécii. Je to umenie, ktoré ma odhalit’ hlbsi
zmysel a podporit’ pochopenie.

2. Metodolégia a principy interpretacie

2.1 Zékladné principy Freemana Tildena

Tilden formuloval Sest’ principov, ktoré tvoria
jadro modernej interpretacie:

1. Interpretacia nie je len poskytovanie
faktov; jej cielom je odhalit’ hlbsi zmysel.

2. Kazda interpretacia by mala byt
relevantna pre zivot a skusenosti navstevnika.

3. Jej hlavnym cielom je provokovat k
premyslaniu, nie poucovat.

4. Interpretacia by mala byt komplexna a
adresovat’ celil osobnost’ navstevnika.

5. Vzdy kombinuje rézne discipliny a
zohl'adiuje viaceré perspektivy.

6. Pre deti je potrebné pouzit' osobitné
metddy, ktoré nie st iba zjednodusenim
interpretacie pre dospelych.

Cielom interpretdcie miestneho dedicstva je
predstavit miesta, veci, ludi, Cinnosti alebo
udalosti takym spdsobom, aby sa névstevnikovi
ucinne sprostredkovala téma. Ak interpretator
vid® Obrazok 1. dokaze spojit’ tému so silnym
zazitkom, je ovela véc§ia Sanca, Ze si navstevnik
informacie zapaméta. Zazitok teda nie je cielom,
ale prostriedkom pri interpretacii.
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Obrazok 1: Interpretacny trojuholnik

(zdroj: www.interpret-europe.net)

Zazitok teda nie je cielom, ale prostriedkom pri
interpretacii. Prikladom zazitku je vyuzitie
historického kostymu pri prehliadke (Obr.2).

Obrazok 2. Sprievodca pri interpretacnej
prehliadke

(zdroj: vlastny archiv autorky)

2.2 Certifika¢né kurzy Interpret Europe

Interpret Europe posobi ako eurdpska platforma
pre spoluprdcu a vymenu, najmd v oblasti
vyskumu a vzdelavania. Organizuje podujatia na
vytvaranie sieti a Skolenia a podporuje rozvoj
narodnych asociécii pre tlmocenie v eurdpskych
krajinach.

Samotna Interpret Europe je ¢lenom:

- Globalna aliancia pre interpretaciu
dedi¢stva GAHI

- Climate Heritage Network
- Aliancia eurépskeho dediéstva

- Foérum kulturneho dedi¢stva

Interpret Europe je clenskd organizicia
registrovana ako charitativna organizacia v
Nemecku. M4 viac ako 1000 ¢lenov z viac ako
55 krajin. Misia Interpret Europe je: Posilnit’
vSetkych, ktori in$piruji zmysluplné spojenie s
prirodnym a kultirnym dedi¢stvom Eurépy, aby
formovali nasu spolo¢nu budtcnost’.

Clensk zakladiiu Interpret Europe tvoria:

- Jednotlivci pracujici ako sprievodcovia
alebo skolitelia, dizajnéri, copywriteri alebo
planovaci alebo pri riadeni spravcovskych
organizacii pamiatok

- Institacie alebo organizacie, ktoré ucia
o prirodnom alebo kultirnom dedicstve

- Firmy ponukajice interpretacné alebo
podporné sluzby a dodavky

Kurzy Interpret Europe pontkaji nastroje a
zru¢nosti na aplikaciu principov spomenutych v
bode 2.1.. Medzi najdolezitejsie patri Certified
Interpretive  Guide  (CIG), uréeny pre
sprievodcov a lektorov pamiatok, pracovnikov
muzei, galérii a narodnych parkov, turistickych
organizacii a pod. V kurzoch zdoraziuje
dolezitost’ prepojenia faktov s univerzaliami, ako
s rodina, komunita, sloboda, rovnopravnost,
mier, vojna, l'udska dostojnost’ a pod..

3. Diskusia
3.1 Prepojenie s hodnotami

Interpretacia pamiatok by mala smerovat’ k
prepojeniu s univerzaliami, ktoré su
zrozumiteI'né pre vsetkych navstevnikov bez
ohladu na ich pdévod. Prikladom je historicka
sypka (Obrazok 3.), ktorej vyznam symbolizuje
prezitie a bezpe¢nost’ komunity. Oproti prostému
vymenovaniu faktov, ktoré zahfia, ze sypka
pochadza z 12. storoCia a je postavena z dreva
ma zdoraznenie vyznamu vysSi potencial u
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navstevnika vytvorit si k pamiatke vztah
zalozeny na jeho vlastnych unikatnych
hodnotach a sktisenostiach-

Obrazok 3. Historicka sypka UNESCO World
Heritage  Swiss  Alps
Switzerland

Jungfrau-Aletsch

(zdroj: www.interpret-europe.net)

3.2 Priklady vhodnej a nevhodnej interpretacie
Vhodna interpretécia:

- Pri prezentacii hradu sa zdorazni jeho
historicky vyznam a prepojenic na miestnu
komunitu, napriklad formou pribehov o Zivote
'udi, ktori tam zili.

- Prirodny park je interpretovany s dérazom na
jeho ekosystém a dolezitost’ ochrany prirody, a
Europe.
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to prostrednictvom interaktivnych workshopov a
praktickych ukéazok.

Nevhodna interpretacia:

- Hrad je prezentovany iba ako miesto s velkym
poétom schodov bez akéhokol'vek kontextu
alebo pribehu.

- Prirodny park je popisovany l'udom len ako
miesto na piknik, bez vysvetlenia jeho unikatnej
fléry a fauny alebo vzacnych druhov.

3.3 Udrzatel'ny rozvoj

Programy Interpret Europe Vo  svojich
vzdelavaich ramcoch plne podporujii ciele
udrzatelného rozvoja stanovené Agendou 2030.
Zameriavaji sa na ochranu dedi¢stva a jeho
prenos buducim  generacidm a  kvalitné
vzdelavanie.

4. Zavery a odporucania

Interpretacia kultirnych a prirodnych pamiatok
ma doélezitt ulohu pri celozivotnom informalnom
vzdelavani verejnosti v ochrane dedicstva. Je
potrebné, aby boli navstevnici aktivne zapajani a
aby bola zdoraznena relevantnost’ hodnot, ktoré
pamiatky reprezentuju k ich vlastnym Zzivotom.
Pre efektivnu implementaciu je klacova
spolupraca spravcov pamiatok so vzdeldvacimi
programami, ako st kurzy Interpret

Agenda 2030. Sustainable Development Goals.
Dostupné online: https://sdgs.un.org/goals

Interpret Europe. (2025). Certification Program
Overview. Dostupné online:
https://www.interpreteurope.net
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SUMMARY

The article explores the principles of heritage interpretation and its application in cultural and natural sites.
Highlighting Freeman Tilden’s foundational principles and their role in sustainable development, it stresses the
importance of connecting heritage with visitors’ values. Interpret Europe’s training programs are presented as essential
tools for effective interpretation.
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KLUCOVE OBLASTI RIADENIA LUDSKYCH ZDROJOV PRE LEPSIU
PRIPRAVENOST NA BUDUCE KRiZY A ZMENY NA TRHU PRACE

KEY AREAS OF HUMAN RESOURCE MANAGEMENT FOR BETTER READINESS
FOR FUTURE CRISES AND CHANGES IN THE LABOR MARKET

Petra MICHALEKOVA

Abstrakt: Tento prispevok sa zameriava na identifikdciu a analyzu klvicovych oblasti riadenia ludskych zdrojov, ktoré
zohravaju zdsadnu ulohu v priprave organizdcii na buduce krizy a zmeny na trhu prace. Analyza vychddza zo
sucasnych trendov a skusenosti z neddavnych globalnych kriz, najmd pandémie COVID-19, ktord vyznamne ovplyvnila
pracovny trh a spésoby prdace. Zaobera sa identifikaciou hlavnych vyziev sucasnosti, medzi ktoré patria technologicky
pokrok, demografické zmeny a dalsie globalne trendy. Cielom je navrhnut konkrétne implementacné stratégie a
odporicania pre zvySenie organizacnej odolnosti prostrednictvom efektivneho riadenia ludskych zdrojov. Clanok
predstavuje komplexny pohlad na problematiku a poskytuje praktické odporucania pre implementaciu inovativnych
HR pristupov, ktoré méozu zlepsit pripravenost na budiice krizy.

KPucové slova: organizacna odolnost, krizovy manazment, agilné riadenie, digitalna transformacia, talent manazment

Abstract: This article is focused on identification and analyses of key areas of human resources management which
are crucial for preparing the organisations for possible future crises and changes on the labour market. These
analyses is based on the current trends and experience from latest global crises, especially the COVID-19 pandemic,
which significantly affected the labour market and the various ways of working. Article is aiming to identify the main
challenges such as the technological progress, demographical changes and other global trends. The main objective is
to outline specific strategies of implementations and recommendations to increase the company resistance throughout
the effective HR management. The article represents a complex overview of the topic and offers practical
recommendations for implementing of innovative HR approaches which can improve the readiness for possible future
crises.

Key words: company resistance, crisis management, agile management, digital transformation, talent management
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10UVOD zamestnancov, celkovo organiza¢nej Struktury
a procesov. Predstavuje tiez kreativne myslenie,
investicie firiem do inovacii, novych technologii,
prisposobovanie sa tthovym zmenam a hl'adanie
novych prilezitosti v krizach. U jednotlivcov
predstavuje zase rozvoj novych zrucnosti,
kontinualne vzdelavanie a osobnostny rozvoj.
Prave  proaktivny  pristup k  zmenam,
reprezentovany stavanim veternych mlynov, je
kli¢ovym faktorom uspechu spolocnosti v
sicasnom dynamickom prostredi. Schopnost
organizacii proaktivne reagovat na zmeny a
budovat odolné systémy riadenia Tudskych
zdrojov sa zaroven stava predpokladom
dlhodobého a udrzatel'ného tuspechu.

Stucasna doba je charakterizovana
bezprecedentnymi zmenami, ktoré zisadnym
sposobom ovplyviiuju podobu prace a spdsob
riadenia Tudskych zdrojov. V stcasnom
turbulentnom  prostredi  celia  organizacie
mnohym vyzvam, ktoré vyzaduju prehodnotenie
tradicnejSich pristupov k riadeniu ludskych
zdrojov. Digitalna transformacia, globalna
konkurencia a neustdle sa meniace podmienky
vytvaraju prilezitosti pre organizicie a ako
pripomina cinske prislovie, "Ked fuka vietor
zmeny, niekto stavia mury a niekto veterné
mlyny." Stavanie veternych mlynov reprezentuje
proaktivny, inovativny pristup, vyuzitie zmien
ako  prileZitosti, adaptabilitu  a flexibilitu
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1.1 Identifikdcia kl’'ucovych vyziev

Moderné koncepty v oblasti riadenia a rozvoja
ludskych  zdrojov  zdoéraziiuji  potrebu
holistického pristupu k riadeniu organizacii.
Teoretické koncepty tiez zdoraziuji potrebu
agilného pristupu, budovania organizacnej
odolnosti, rozvoja adaptabilnych kompetencii,
implementacie inovativnych HR rieSeni, ako aj
strategického pristupu k talent manazmentu.
Tieto koncepty reaguju na hlavné vyzvy, ktorym
Celia organizacie v oblasti riadenia svojich T'udi
a medzi ne patri najma:

e technologicky pokrok a digitalna
transformacia,

e demografické zmeny a nedostatok
pracovne;j sily,

e globalne trendy ovplyviujtce trh prace
ako je automatizacia, nové formy prace,

e transformacia vzdelavacieho systému.

Identifikované oblasti v nasledujucich castiach
rozpracujeme blizSie. Vychddzame pritom z
analyzy stcasnych trendov a vyziev, na zaklade
ktorej sme si identifikovali kritické kompetencie
pre krizové obdobia. Nasledne na zaklade
analyzy a naSich odbornych osobnych skusenosti
navrhujeme strategicky ramec pre budovanie
odolnych HR systémov a konkrétne odporacania
pre implementaciu preventivnych opatreni.

111 Technologicka pokrok a digitalna
transformdcia

Zijeme v ére datovej a digitdlna transformacia
predstavuje fundamentdlnu zmenu v spdsobe
fungovania organizacii. VyZaduje posililovanie
digitdlnych zru¢nosti zamestnancov a rozvoj
kompetencii v oblasti prace s datami a
analytickymi nastrojmi. Systematicky rozvoj
digitalnych zruc¢nosti predstavuje preto zakladny
pilier pripravenosti na buduce krizy. Organizacie
potrebujii implementovat’ komplexné programy
digitdlneho  vzdelavania, = podporovat u
zamestnancov schopnost’ adapticie na nové
technologie a zaroven budovat kultaru
digitalnych inovacii. Al/umela inteligencia nam
zase ponuka Siroké moznosti pre zefektivnenie
prace, no stale sa mnoho firiem a zamestnancov
brani jej implementacii. Implementacia umelej

inteligencie predstavuje ale vyznamnu prilezitost’
pre zefektivnenie pracovnych procesov.

Z pohladu zabezpedenia kontinuity ¢innosti,
napriklad ako tomu bolo pocas pandémie
COVID-19, je pre organizacie dolezité budovat
robustna IT infrastruktaru, implementovat
cloudové systémy a efektivne ndastroje pre
vzdialent  pracu. Zaroven je  potrebné
automatizovat’ rutinné HR procesy. Takato
technologicka infrastruktira vytvara predpoklad
pre efektivne zvladnutie aj krizovejsich obdobi.
Digitalna kultira stfasne podporuje inovacie
a experimentovanie, otvoreni  komunikaciu,
zdielanie znalosti, o je dolezité pre budovanie
adaptabilnej  organizicie schopnej rychlo
reagovat na zmeny. To =zdaroven prispieva
k lepSiemu vyuzivaniu digitalnych nastrojov,
rozvoju kreativity zamestnancov a ich aktivnemu
zapojeniu  do  kontinudlneho  zlepSovania
procesov, podporuje kolaborativne pracovné
prostredie aumoziuje efektivnejSie Sirenie
informacii naprie¢ organizaciou.

1.1.2  Demografické zmeny a nedostatok
pracovnej sily

Demografické zmeny atrendy nepriaznivého
vyvoja vytvaraji vyznamny tlak na trh prace
avyzadujt  nové  pristupy  k ziskavaniu
audrzaniu zamestnancov, nakolko tradi¢né
spdsoby naboru uz prestavaju byt dostacujice.
Rastuci nedostatok pracovnej sily je spdsobeny
najmd negativnym demografickym vyvojom,
kedy starnfica populacia a klesajuca porodnost’
vedi  k systematickému  znizovaniu  poctu
ekonomicky aktivneho obyvatel'stva.
Demograficka krivka ukazuje vyrazny narast
podielu obyvatelov v poproduktivnom veku,
zatial' ¢o podiel mladych l'udi vstupujucich na
trh prace klesa. Tento trend je eSte zvyrazneny
odchodom silnych populacnych ro¢nikov do
dochodku, c¢o wvytvara vyznamné medzery
V pracovnej sile, ktoré nebude mozné plne
nahradit mladSimi  generdciami.  Situaciu
komplikuje odliv kvalifikovanej pracovnej sily
do zahranicia a rastice naroky na Specializované
znalosti a zru¢nosti v réznych odvetviach.

Takyto nedostatok pracovnej sily vytvara tlak na
organizacie v oblasti budovania inkluzivnej
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kultary a implementacie inkluzivnych pristupov.
Zamestnavatelia musia hladat’ alternativne
zdroje pracovnej sily, preto bude coraz viac
potrebné presadzovat’ stratégie zamestnavania
diverzifikovanych skupin, vratane starSich
zamestnancov, rodi¢ov na materskej dovolenke,
prislusnikov marginalizovanych skupin
i zahrani¢nych pracovnikov. Prave vyuzivanie
zahrani¢nych pracovnikov rdznych narodnosti je
uz realitou mnohych firiem, pricom dolezité
je ich zaglenenie do pracovného prostredia, ako
aj odburanie predsudkov voci takymto
pracovnikom. S kultarnou a vekovou
rozmanitost'ou zase stvisi potreba
medzigeneraénej spoluprace, inklizie roznych
skupin do pracovného prostredia. Organizacie
budu Coraz viac musiet’ podporovat inkluzivne
stratégie zamestnavania, vytvarat programy pre
starSich  zamestnancov, podporovat navrat
z materskej dovolenky, integrovat’ napriklad aj
zdravotne  znevyhodnenych a prispésobovat
pracovné podmienky ich potrebam. V suvislosti
so zamestnavanim zahrani¢nych pracovnikov je
potrebna urc€itd kulturna adaptacia, odburavanie
jazykovej bariéry a zabezpelenie integraénych
programov pre adaptaciu na pracovné prostredie
a presadzovanu firemnu kulturu.

Globdlne trendy — automatizdcia, nové
flexibilné pracovné modely

Vzhl'adom na rastici nedostatok kvalifikovanej
i menej kvalifikovanej pracovnej sily su
organizacie nutené pristupovat’ k automatizacii
procesov arobotizacii, ktord prinasa Usporu
pracovnej sily v ur€itych oblastiach. Na druhej
strane  vznikd  potreba  Specializovanych
pracovnikov, nutnost’ rekvalifikacie existujucich
zamestnancov astym suvisiace investicie do
vzdelavania a d’alsieho rozvoja. Coraz Gastejsie
je tiez  vyuzivanie hybridnych  foriem
zamestnavania, skratené uvizky, praca z domu,
ktord sa stala beznou realitou pocas pandémie.
Mnoho firiem ostalo v tomto rezime, ¢ast’ zacalo
vyuzivat pracu zdomu ako formu benefitu,
ktora Coraz viac vyzaduji aj uchadzaci
0 zamestnanie a Cast’ firiem sa stale brani, ked’ze
maju obavy, Ze nebudi mat zamestnancov pod
kontrolou.  Velkou vyzvou pre mnohé
spoloCnosti je adaptacia na pracu na dialku,
s ¢im suvisi vedenie virtualnych
a multikultGrnych ~ timov. Pre  moderné
organizacie je tiez dolezit¢ budovat hybridné
pracovné prostredie, vytvarat' efektivne systémy

pre pracu na dial’ku, implementovat’ flexibilné
pracovné uvizky. Trendom sa stavaju projektové
uvézky, pripadne aj zdielané pracovné miesta.
V takomto hybridnom prostredi rastie potreba
implementacia  efektivnych  nastrojov  na
spolupracu a komunikaciu, rozvoja Specifickych
kompetencii pre virtudlnu spolupracu, vedenie
virtudlnych a multikultirnych timov, budovanie
dovery v online prostredi, ako aj zabezpecenie
work-life balancu.

Transformdcia vzdelavacieho systému

Vzdelavaci systém v sucasnosti taktiez Celi
vyzvam Vv kontexte meniacich sa poziadaviek
trhu prace. Zasadnym aspektom v tejto
problematike je dlhodoby nestlad medzi
vzdelavanim a potrebami praxe. Existujliice
$tudijné odbory a programy casto nereflektuju
aktualne potreby zamestnavatelov. Chyba
prepojenie teoretickych poznatkov s praktickymi
zruénostami, ktoré dokazu Studenti vyuzit
priamo v praxi. Absolventi vo vela pripadoch
nemaji dostatocne rozvinuté méikké zrucnosti
a nie su dostato¢ne pripraveni na pracu s novymi
technolégiami. Do popredia sa dostava potreba
celozivotného vzdelavania, pretoze ziskané
vedomosti  a zru¢nosti  rychle  zastaravaju,
poziadavky sa neustale menia a kontinualny
rozvoj digitalnych kompetencii sa stava doslova
nutnostou. Technologicky pokrok je rychly
a nezastavitelny, poziadavky na flexibilitu
a adaptabilitu pracovnej sily su velké, preto je
rozvoj schopnosti ucit’ sa, prijimat’ a ziskavat
nové zrucnosti pre jednotlivcov zasadny. A tak,
ako vznikaji nové formy prace, vznikaju aj nové
formy vzdeldvania. Kombinuji sa prezencné
aonline formy, digitdlne technologie sa
vyuzivaji aj vo vzdelavani. Trendom su
interaktivne  vzdelavacie metoédy, ale aj
personalizované vzdelavacie cesty, ktoré sa
dokazu lepSie  prispdsobit’ individudlnym
potrebam.

V stvislosti s tymito trendami je kladeny doraz
na zamestnavatelov afirmy sa potrebuju
aktivnejSie zapajat’ do vzdelavacieho procesu.
Dudlne vzdelavanie, praktické staze, firemné
vzdelavacie programy a akadémie, ale aj
mentoring a koucing na pracovisku, st realitou
mnohych tuspesnych firiem. Do buducnosti je
nutné rozvijat kompetencie ako kritické
myslenie, rieSenie  problémov,  digitalnu
gramotnost’ a pracu s datami, kreativne myslenie
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a inovativne pristupy, ale hlavne emocionéalnu
inteligenciu a socidlne zru¢nosti, pretoze l'udsky
pristup je v takychto podmienkach viac nez
potrebny. Nevyhnutné st systémové zmeny vo
vzdelavani, aktualizacie vzdelavacich
programov, posilnenie praktickej zlozky a
modernych  technoldégii do  vzdelavania.
Transformacia  vzdelavaciecho  systému  si
vyzaduje systematicky pristup a spolupracu
vSetkych zainteresovanych stran, ¢i uz su to
vzdelavacie in§titucie, zamestnavatelia,
odbornici z praxe, Stat asamotni jednotlivei.
Organizdcie tu zohravaji vyznamnu ulohu
Vv podpore kontinualneho vzdelavania a rozvoja
svojich  zamestnancov, ako aj Vv aktivnej
participacii na  formovani  vzdelavacich
programov.

Implementacné stratégie

Ako moézu teda organizacie efektivne reagovat
na sucasné vyzvy a byt pripravenejsie na buduce
pripadné krizy a zmeny na trhu prace? V d’alSich
bodoch  sumarizujeme konkrétne  stratégie
a pristupy, ktoré pomahajii organizaciam nielen
prezit, ale aj prosperovat’ v ére transformacie. Za
najzasadnejSie vyzvy na trhu prace moézeme
pritom povazovat uz vySSie uvedeny
technologicky pokrok, demografické zmeny,
globalne trendy, ale aj samotny vzdelavaci
systém, ktoré vytvaraju novu realitu trhu prace.
Dolezity je trvalo udrzatel'ny rozvoj firiem, ktory
je zalozeny na vytvarani inkluzivneho
pracovného prostredia, podpore diverzity,
investiciach do rozvoja a d’alSich inych oblasti
v kontexte spolocenskej zodpovednosti.

Pri implementacii jednotlivych opatreni je
potrebné samozrejme zohladnit’ organizacné
Specifikd, existujicu firemn kultiru, ako aj
dostupné zdroje a kapacity. Do tvahy musia
organizacie zobrat uz existujuce systémy
a zavedené procesy, ktoré by mali podporovat’
pripravenost’ organizacii a jej zamestnancov na
zmeny. Pri vyhodnocovani efektivity
implementovanych stratégii moézeme potom
sledovat’ klI'icové indikatory vykonnosti (KPIs)
aich vyvoj vjednotlivych obdobiach, ale tiez
mieru spokojnosti a angazZovanosti
zamestnancov, ktora sivisi s mierou adaptability
organizacie a V kone¢nom désledku aj uroviou
pripravenosti na buduce krizy.

Organizacna flexibilita a agilné riadenie

V kontexte neustalych zmien je pre uspesni
adaptaciu kli€ové implementovat’ flexibilnejsie
organizacné Struktiry a podporovat’ inovativne
myslenie, ktoré je predpokladom pre vytvéaranie
kultiry  neustaleho  zlepSovania.  Taktiez
vytvaranie multifunkénych timov méze pomdct
k efektivnejSiemu riadeniu procesov. Zarovei je
ale potrebné pravidelne prehodnocovat’ stratégie
a prisposobovat’ ich aktudlnej situdcii. Agilné
riadenie je predpokladom pre organizacnt
flexibilitu, ¢o vSak vyzaduje rozvoj kompetencii
lidrov aj v oblasti krizového manazmentu. Pre
zvySenie adaptability je vhodné implementovat
plochsie organiza¢né Struktiry, redukovat
hierarchické irovne, vytvarat’ samo-organizujice
sa timy, rozne projektové timy a rozvijat’ agilné
metddy riadenia. Prave agilny pristup k riadeniu
predstavuje potrebny flexibilny a adaptabilny
sposob riadenia, ktory umoziiuje organizaciam
rychlo reagovat’ na zmeny v prostredi.

Talent manazZment a rozvoj ludského
potencidlu

V tazkych casoch dokédzu klucovi [ludia
potiahnut' organizaciu, preto je pre lepsiu
pripravenost na budlGce krizy nevyhnutné
ziskavat’ a udrzat' si talenty. Stasne je vSak
nevyhnutné budovat’ systém zastupitel’nosti, aby
sme dokazali eliminovat’ negativne dopady pri
odchode talentu z organizacie. Jednym
Z néstrojov je vytvaranie talent poolov pre
kritické  pozicie, identifikdcia  takychto
klucovych pozicii a zaroven kontinualny rozvoj
zamestnancov. Efektivny talent manazment
predstavuje zasadny faktor uspechu organizacii.
A aby firmy dokdézali prilakat’ talenty, dolezité je
vytvarat’ atraktivne pracovné prostredie, budovat’
zaujimavi firemntd kultiru a venovat sa
employer branding aktivitAm pre zvySenie
povedomia o0 znatke. Aby si organizacie
dokazali udrzat talenty, dolezité je kariérne
planovanie, rozvojové programy pre nastupcov,
pripadne aj rotacia pracovnych miest.

NAVRHY RIESENI A ODPORUCANIA

Zasadnu ulohu by do buducnosti mali zohravat
prave HR oddelenia, ktorych strategickd rola
bude pre trvalo udrzatel'ny biznis vel'mi dolezita.
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Pre uspesné moderné organizécie je samozrejmé
podporovat inovacie a vytvarat podporné
prostredie pre kontinualne vzdelavanie svojich
zamestnancov atiez posiliiovat’ ich
angazovanost. V kontexte talent manazmentu je
pre udrzanie kI'icovych zamestnancov dolezité
vytvarat personalizované rozvojové plany,
implementovat’ konkurencieschopné
odmeinovacie systémy, podporovat’ kariérny rast,
¢im sa dokéze posilnit’ lojalita zamestnancov.

V obdobi kriz aneustdlych zmien je potrebné
venovat’ zvySenui pozornost duSevnému zdraviu
zamestnancov. Organizdcie by mali preto
zavadzat’ rézne programy zamerané na podporu
fyzického 1ipsychického zdravia, zdravého
zivotného $tylu, Sportovych aktivit, poskytovat
psychologické poradenstvo a podporu. Doélezita
sa stava prevencia proti stresu a pred vyhorenim
cez monitorovanie pracovnej zataze, budovanie
podporného pracovného prostredia. Dolezitym
nastrojom pre efektivne zvladanie krizovych
obdobi je leadership, a preto rozvoj modernych
lidrov musi zahfnat’ empaticky pristup k vedeniu
ludi, efektivnu krizovi komunikéciu, schopnosti
rychleho  rozhodovanie a dalSie  dolezité
kompetencie pre krizové riadenie.

Khlavhym  odporGianiam  pre  zvySenie
pripravenosti na budice krizy patri teda
budovanie  silnej  organizacnej  kultary,
posiliiovanie programov psychického i fyzického
zdravia zamestnancov, rozvoj flexibilnych
pracovnych modelov a jednozna¢ne investovanie
do digitalnej transformdcie. Zaroven je dolezité
implementovat komplexny systém krizového
riadenia a rozvoj lidrov, ktori buda pripravene;jsi
pre zvladanie krizovych obdobi. Na zmeny sa
firmy mozu adaptovat’ flexibilnejSimi
organizaénymi Struktirami, celkovo podporou
flexibilného pristupu, rozvojom schopnosti
rychlo sa prisposobovat’ novym meniacim sa
podmienkam. S tym savisi podpora inovativneho
myslenia, vytvaranie multifunkénych timov,
pravidelné prehodnocovanie myslenia a stratégii,
ktoré je potrebné prispésobovat’ meniacemu sa
prostrediu, nie sa rigidne drzat’ planu.

Pre agilné riadenie je potrebny samozrejme
rozvoj lidrov schopnych efektivne viest timy
vV naro¢nych a neistych obdobiach, posilnenie ich
komunikacnych a riadiacich zruénosti,
schopnosti  robit  rychle  a informované
rozhodnutia, ako aj rozvoj krizového

manazmentu. Pre firmy je nesmierne doélezity
talent manazment, teda ziskanie a udrZanie si
talentov, kl'acovych l'udi, ktori dokazu potiahnut
v tazkych ¢asoch. Doélezité je vSak aj budovanie
zastupitel'nosti, vytvaranie talent poolov pre
kritické  pozicie.ZvySeny  stres  a neistota
vyzaduji vac¢si doraz na podporu dusevného
zdravia zamestnancov. Firmy uz maju zavedené
komplexné programy podpory fyzického
a mentalneho  zdravia, poskytuji  pristup
k psychologickému  poradenstvu, podporujt
zdravy Zivotného $tyl, work-life balance.
Musime si uvedomit, ze uspech v dneSnom
dynamickom  prostredi nezavisi len od
technoldgii a procesov, ale predovsetkym od
Pudi anaSej schopnosti vytvorit' prostredie,
v ktorom moézu rast, inovovat’ a realizovat’ svoj
potencial. Stym suvisi budovanie firemnej
kultary, ktora bude pre zamestnancov atraktivna
avdaka ktorej dokazu prilakat iudrzat si
talenty.

Digitalna transformacia je pritom
fundamentalnym predpokladom pre lepSiu
pripravenost’ na krizy. Flexibilita a adaptabilita
su zase kritické faktory tuspechu. Pomocou
rozoberanych implementacnych stratégii je
mozné budovat organizacni odolnost, vdaka
ktorej budu organizacie schopné prispésobovat’
sa zmenam v prostredi, zvladat’ krizové situacie,
udrzovat' kontinuitu ¢innosti aj v krizovejSich
obdobiach a zaroven sa uéit’ z predchadzajacich
skusenosti. Pre organizicie je dolezité
odporucanie, aby sa aktivnejSie podielali na
transformacii vzdelavacieho systému a rozvoji
svojej pracovne;j sily. Je potrebné vytvarat' silné
partnerstvd  so  vzdeldvacimi  inStitGciami,
podiel’at’ sa na tvorbe a aktualizacii vzdelavacich
programov a poskytovat’ priestor pre praktické
vzdelavanie. Firmy by mali implementovat
vlastné vzdelavacie programy a akadémie, ktoré
pomdzu prekonat nesulad medzi teoretickou
pripravou a praktickymi poziadavkami. Dolezité
je tiez podporovat’ systém dualneho vzdelavania
a poskytovat’ kvalitné staze a prax Studentom,
pocas ktorych ziskaju redlne a praktické
skusenosti. v kontexte celozivotného
vzdelavania je nevyhnutné vytvarat’ podmienky
pre  kontinudlny  rozvoj zamestnancov,
implementovat’ inovativne formy vzdeldvania a
podporovat’” rozvoj klicovych kompetencii
budtcnosti - kritické myslenie, digitdlnu
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gramotnost’, kreativne myslenie a emociondlnu
inteligenciu.

3. ZAVER

Trh  prace prechddza naozaj zasadnou
transformaciou, kedy digitalizacia
a automatizacia menia charakter prace, nové
formy préce sa stavaju Standardom a poziadavky
na zruénosti sa dynamicky vyvijaju. Z toho
plyni organizdcidm mnohé vyzvy, najméi
potreba kontinualnej adaptacie na zmeny, rozvoj
talentov anovych kompetencii, budovanie
flexibilnej a odolnej organizacie. Pre HR to
znamena nové  prilezitosti pre  rozvoj,
implementaciu  inovativnych HR  rieSeni,
vyuzivanie technologii pre efektivnejsie riadenie,
ako aj vytvorenie atraktivneho pracovného
prostredia. Z pohl'adu dlhodobej udrzatelnosti a
prosperity st dolezité investicie do vzdelavania
a rozvoja zamestnancov, well-being programov,
budovanie firemnej kultiry, rozvoj agilnych
pristupov k riadeniu, vyuzivanie flexibilnych
pracovnych modelov a talent manazment.

V kontexte transformacie vzdelavacicho systému
zohravaji organizacie nezastupitenu Glohu. Ich
aktivne zapojenie do vzdelavaciecho procesu,
poskytovanie  prilezitosti ~ pre  praktické
vzdelavanie a podpora celozivotného
vzdelavania st kluCové pre prekonanie
su¢asného nestladu medzi vzdelavanim a
potrebami praxe. Implementacia modernych
foriem  vzdelavania, rozvoj  klucovych
kompetencii budutcnosti a vytvorenie
efektivneho systému kontinualneho vzdelavania
predstavujii vyznamné faktory pre budovanie
odolnej a konkurencieschopnej organizacie.
Investicie do  vzdelavania a  rozvoja
zamestnancov, spolu s aktivnou participaciou na
formovani  vzdeldvacich  programov, st
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Ako pripomina d’alSie ¢inske prislovie, "Najlepsi
Cas pre zasadenie stromu bol pred 20 rokmi.
Druhy najlepsi je teraz." Organizacie by mali
aktivne pristupovat’ k transformacii riadenia
ludskych zdrojov, pretoze buducnost’ patri tym,
ktori konaju dnes. Rozhodnime sa teraz pre
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SUMMARY

The article explores critical aspects of human resource management in preparing organizations for future crises and
labor market changes. In today's unprecedented era of transformation, organizations face multiple challenges that
require a fundamental shift in traditional HR approaches. The research identifies four key challenges that significantly
impact modern organizations: technological advancement and digital transformation, demographic changes resulting in
labor shortages, global trends towards automation and flexible work arrangements, and the transformation of
educational systems.

Digital transformation emerges as a fundamental prerequisite for organizational success, requiring systematic
development of digital skills and implementation of new technologies, including Al and automation. Organizations
must build robust IT infrastructure while fostering a digital culture that promotes innovation and knowledge sharing.
Simultaneously, demographic changes, characterized by an aging population and declining birth rates, are creating
significant pressure on the labor market. This demographic shift, combined with the emigration of qualified workers,
necessitates new approaches to talent acquisition and retention, including the implementation of inclusive employment
strategies and diverse workforce management.

The global trend towards automation and new flexible work models presents another significant challenge.
Organizations are increasingly adopting hybrid work arrangements, implementing flexible employment forms, and
managing virtual teams, requiring new competencies in remote leadership and digital collaboration. The transformation
of educational systems also plays a crucial role, as there is a growing misalignment between educational outcomes and
practical workplace requirements. This necessitates stronger cooperation between educational institutions and
employers, emphasizing the importance of lifelong learning and practical skill development.

To address these challenges, organizations are implementing various strategies, including the development of flexible
organizational structures, agile management approaches, and comprehensive talent management systems. HR
departments are taking on more strategic roles, focusing on innovation support, digital solution implementation, and
the development of personalized career plans. Leadership development has become crucial, with emphasis on crisis
management capabilities, empathetic leadership, and effective communication in uncertain times.

The success of organizations in this rapidly changing environment depends on their ability to proactively respond to
changes, implement innovative solutions, and develop new competencies. Key success factors include not only digital
transformation and organizational flexibility but also a strong focus on employee well-being and sustainable business
practices. The article concludes that building organizational resilience requires a systematic, comprehensive approach
to human resource management, emphasizing that while the best time for transformation might have been in the past,
the second-best time is now, encouraging organizations to take immediate action in preparing for future challenges.
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CIRCULAR CITY PROSTREPNiCTVOM VZDELAVACiCH METOD OBEHOVEHO
HOSPODARSTVA PRE SOCIALNE PODNIKY
PRIPADOVA STUDIA SLOVENSKO

CIRCULAR CITY THROUGH EDUCATIONAL CIRCULAR ECONOMY
METHODS FOR SOCIAL ENTERPRISES
CASE STUDY SLOVAKIA

Jan PLESNIK, Matej PLESNIK, Marian BAKITA

Abstrakt: Living Labs (LL) — zivé laboratéria sii otvorené inovacné ekosystémy v redlnych Zivotnych prostrediach,
ktoré vyuzivaju procesy opakovanej spdtnej vizby pocas celého Zivotného cyklu inovacie s cielom vytvorit udrzatelny
vplyv. Zameriavaju sa na spolocné vytvaranie, rychle prototypovanie a testovanie a rozSirovanie inovdcii a
podnikania, pricom zainteresovanym stranam poskytuju spolocnu hodnotu (rézne typy). V tomto kontexte Zivé
laboratoria funguju ako sprostredkovatelia/orchester medzi obéanmi, vyskumnymi organizdciami, spolocnostami a
viadnymi agenturami/uroviiami. V ramci Sirokej Skaly zivych laboratorii maju spolocné charakteristiky, ale viacero
réznych implementacii. Zivotné laboratéria ako skutocné testovacie a experimentdlne prostredie, podporujii
spoluvytvdranie a otvorené inovdcie medzi hlavnymi aktérmi modelu Quadruple Helix, a to: Sirokd verejnost, Verejnd
sprava a samosprava, Podnikatel'sky sektor a Vzdelavacie institucie.

Klucové slova: quintuple a quadruple helix, inovacie, obehové hospodarstvo, regiondalne centrum obehového
hospodarstva, Zivé laboratorium

Abstract: Living Labs (LL) are open innovation ecosystems in real-world environments that use iterative feedback
processes throughout the innovation lifecycle to create sustainable impact. They focus on co-creation, rapid
prototyping and testing, and scaling innovation and entrepreneurship, providing shared value to stakeholders (various
types). In this context, living labs act as mediators/orchestra between citizens, research organizations, societies and
government agencies/levels. Across a wide variety of living labs, they share common characteristics but multiple
different implementations.

Living laboratories, as a real test and experimental environment, support co-creation and open innovation between the
main actors of the Quadruple Helix model, namely: The general public, Public administration and self-government,
Business sector and Educational institutions.

Key words: quintuple a quadruple helix, innovations, circular economy, regional center of circular economy, living
laboratory
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1. LIVING LAB 1. REGIONALNE laboratoria fungujt ako
SOCIALNE DRUZSTVO sprostredkovatelia/orchester medzi obcanmi,
vyskumnymi organizdciami, spolo¢nostami a
vladnymi agentirami/uroviiami. V ramci Sirokej
Skaly  zivych laboratorii maji  spolocné
charakteristiky, ale viacero roéznych
implementacii.

Living Labs (LL) — Zivé laboratéria su otvorené
inovacné ekosystémy v redlnych Zivotnych
prostrediach, ktoré vyuzivaju procesy
opakovanej spdtnej védzby pocas celého
zivotného cyklu inovacie s ciefom vytvorit
udrzatelny vplyv. Zameriavaju sa na spolocné 1.1. Zakladny pracovny pristup NARA-SK
vytvaranie, rychle prototypovanie a testovanie a
rozsirovanie inovacii a podnikania, pricom
zainteresovanym stranam poskytuju spolo¢nit
hodnotu (rézne typy). V tomto kontexte zivé

NARA-SK rozvija prechod z linearneho na
obehové  hospodarstvo  identifikdciou a
rozvijanim spoluprace organizacii a
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jednotlivcov, ktori investuju svoje podnikatel'ské
a aj nepodnikatel'ské snaZzenie do rozvoja
regionu  (komunity)  tvorbou  spolo¢nych
produktov. Je to v presnom stlade s operatnym
matrixom odpora¢anym organizaciou The
European Network of Living Labs (ENoLL):
,Living  Labs are real-life test and
experimentation  environments that  foster
cocreation and open innovation among the main
actors of the Quadruple Helix Model, namely:
Citizens, Government, Industry, Academia®.

V priebehu rokov sa ako najefektivnejSia forma
vzdelavacieho podujatia v zavadzani obehového
hospodarstva do spolo¢enského vedomia v
Slovenskej republike, ale aj v jednotlivych
sektoroch produkcie tovarov a sluzieb v
prostredi linearneho hospodarstva ,,vyrob-pouzi-
zahod™ osvedCila organizacia kolektivneho
podujatia, v ramci ktorého:

» sa stretli akykol'vek stakeholderi so spoloénym
zédujmom, ktory je predmetom tohto podujatia,

* cielom podujatia bolo poskytnutie inSpiracnych
informacii, ktoré odpovedali na vopred
definovany spolo¢ny zaujem stakeholderov
podujatia,

* podujatic nepredpokladda jednotny, presne
uréeny vystup, nakolko kazdy stakeholder si
odnasa informacie, inSpiracie a kontakty, ktoré
nasledne rozvija na zaklade vlastnej motivacie.

NARA-SK prechod na obehové hospodarstvo
zaklada na spolocnej tvorbe produktov. Tymto
postojom sa Vv priebehu rokov stala integraénym
centrom — hot spotom. Za prvorady ciel Si
kladie wvytvorit horizontdlnu siet s tymito
kliCovymi odporacaniami pre zapojenych
stakeholderov, ale aj pozorovatelov, ktori sa
dostavaju k vysledkom prace NARA-SK cez
medialne nastroje disemindcie:

ENVIRONMENTALNE — EKONOMICKY -
SOCTALNE je rovnocenny pristup k rieSeniu!

. Nezabudni plnit’ environmentalne
zavizky spolocnosti voci prostrediu.

o Len ekonomicky udrzatel'né rieSenia Ti
pomodzu plnit’ ciele rozvoja.

o Obyvatelné prostredie a socialne
spravodlivé miesta Ti prinesi pozitivny socialny
dopad pre komunitu.

NERUS to, ¢&o je dobré, ma§ Sancu to
VYLEPSIT!

(,,Learning from the Past* - oPEN Lab, HE/No.
101037080)

. Pre prirodu plati zakon zachovania
energie.

. Priroda sa nastastic na rozdiel od
¢loveka neda oklamat’.

. Pre nasu civilizaciu a slobodny trh musi
platit zdkon zachovavania prace a [ludskej
tvorivosti.

. Preto neklam sam seba.

. Vyuzivaj model inovacie QUINTUPLE
HELIX — ekonomiku zalozenu na vedomostiach.
Tvorime prostredie pre obyvatel'ov
prostrednictvom sucinnosti Samospravy,
podnikatelov a vzdelavacich institacii. Kvalita
zivota vregione je zaloZzena na ekologickej
stabilite Uzemia, ekonomickej udrzatelnosti
zamerov pre socialne pracovné a obyvatelné
podmienky obyvatel'ov.

NOVE PRODUKTY vytvira systémové
rieSenie obehového hospodarstva!

. Vyuzivaj R-stratégie ako ramec pre
obehové hospodarstvo.?
. Vytvaraj kratke kolaborativne retazce

pre inteligentnejSie pouzivanie a vyrobu
produktov.

. Pripravuj, navrhuj a vyvijaj produkty na
zaklade hodnotového ret'azca.
. Vytvaraj zZivot bez odpadu na spolocnej

zodpovednosti komunity voci prostrediu.
HODNOTA sa da vyjadrit’ v peniazoch, ale nie
naopak!

. Hladaj peniaze pre hodnotu a nie
hodnotu za peniaze!
. Vytvorenou  hodnotou  dodrzanim

environmentalnych, ekonomickych, socidlnych
pristupov ziskas$ kvalitu Zivota v regione.

. Uzemna AGENDA 2030 Ti ukazuje
priority pre dosiahnutie ciela udrzateI'ného
rozvoja regionu a tvorby hodnoty.
KOLABORACIA je spolupraca podla modelu
QUADRUPLE HELIX, v ktorej sa vymienaju
myslienky, motivacia, a vSetky aktiva, ktorych

! R-stratégie ako ramec pre obehové

hospodarstvo https://www.narask.sk/l/r-strategie-
ako-ramec-pre-obehove-hospodarstvo-textended-
prinasa-r-strategie-pre-textil/
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maju zapojeni stakeholderi vzdy viac, ako IBA
peniaze!

. Je zakladom pre hodnotenie
spolo¢enského dopadu.

) Vieme spolupracovat’.

. Vieme si vzajomne pomahat’.

o V komunite mame spoloény ciel’.

o Ciel dosiahneme len spolo¢nou
zodpovednostou.

KOOPERACIA je spolupraca, ktora meni
produkty komunity v prospech inej komunity na
pefiaznu vymenu

o Regionalne centrum obehového
hospodarstva — RCOH? je ekologicky,
ekonomicky efektivny a socialne spravodlivy
systtm obehového hospodarstva v regione
tvorby prostredia podla modelu QUINTUPLE
HELIX.

o Regionalne centrum obehového
hospodarstva RCOH predstavuje systémové
rieSenie potrebnych pre tvorbu vsetkych oblasti
integrované¢ho rozvoja regionu

o Na  druzstevnej forme  vytvara
kolaborativne hospodarstvo spoluprace
jednotlivych RCOH medzi regionmi.

o Penaznou vymenou si tvori RCOH
vlastny socialny a investi¢ny fond.

NARA-SK pomenuvala v minulosti takto
organizované stretnutia stakeholderov  pod
roznymi nazvami (workshop, Private-Public-
Partnership/PPP,  velky  tresk/big-bang,...)
Zakladnym cielom stretnuti vzdy ostavalo
poznanie, ze kolateralne spolocné snazenie
jednotlivych bottom-up iniciativ ma potencial
zmenit® celostny landscape problému pri
dosiahnuti integrovanej vac¢Siny s potencidlom na
zmenu kvality.

NARA-SK realizuje svoje sucCasné a budlce
,»Living Labs®“ a Lighthouse Pilots* s cielom
najrychlejSieho prenosu projektovej socidlnej
inovacie do praxe, pricom jedinym meritkom
kolaboracie je efektivna au€inna predosla
motivacia potencialneho buduceho
stakeholdera. Charakteristickou socialnej
implementacie  je  spolupraca  znalostnej

2 Regionalne centrum obehového hospodarstva
https://www.narask.sk/l/regionalne-centrum-
obehoveho-hospodarstva/

organizacie NARA-SK, ktord sveje napady a
zamery overuje v procese socidlnej ekonomiky u
podniku obehového hospodarstva POH, s.r.o.,
»registrovany socialny podnik“ a sietovanie
aktérov rozvoja regionu pre implementaciu
realizuje REGIONALNY PRIEMYSELNY
INOVACNY KLASTER RIMAVSKA
KOTLINA REPRIK.

2. ZAKLADNE ORGANIZACNE
NASTAVENIE SPOLUPRACE

Miestna akéna skupina MAS IPEL — HONT?,
obc¢ianske zdruzenie, vzniklo v roku 2013 na
zaklade vzajomne dohody obci v regione s ich
zaujmom zapojit sa do Cerpania eurdpskych
Strukturalnych investiénych fondov uréenych na
rozvoj vidieka iniciativou EU LEADER/CLLD
(Liaison Entre Actions de Développement de le
Economie  Rurale/Community Led Local
Development). LEADER ma v EU viac ako 20-
roéni histériu a od roku 2007 je sucastou
celoslovenského Programu rozvoja vidieka 2014
— 2020. Organizac¢na forma na Cerpanie tychto
zdrojov je Miestna Ak¢na Skupina — MAS IPEL-
HONT.

KTucové znaky pristupu LEADER:

. Znak ¢. 1. Oblastné stratégie miestneho
rozvoja

. Znak ¢. 2. Pristup zdola nahor

. Znak ¢. 3. Verejno-sukromné
partnerstva: Miestne akéné skupiny MAS

. Znak €. 4. Ulahc¢ovanie inovacie

. Znak €. 5. Integrované a viacsektorové
akcie

. Znak ¢. 6. Vytvaranie sieti

. Znak €. 7. Spolupraca

Miestna ak¢éna skupina MAS IPELR-HONT od
roku 2013 zdruzuje 19 obci a 1 mesto, vratane
dalsich 28  miestnych  podnikatel'skych,
spoloCenskych organizacii na slovensko —
mad’arskom  pohrani¢i. Vznikla z dovodu
lokalizacie v pohranici, zaniku
pol'nohospodarskej velkovyroby, ako hlavného
rozvojového faktora kvality Zzivota, tvorby
ekonomicky zivotaschopnej komunity a socialne
podnetného prostredia pre unikajuce najmladsie
generacie miestnych obyvatelov. Predstavitelia

3 MAS Ipel-Hont
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samosprav  zdruzenych v MAS, ako voleni
predstavitelia cca 18000 obyvatel'ov, kontinualne
sleduju moznosti zvySenia kvality zivota svojich
obyvatelov. Z tohto dovodu neunikla ich
pozornosti skuto¢nost’, Ze v Slovenskej republike
od septembra 2018 bolo na Slovensku
zaregistrovanych 645  verejnoprospesnych
socidlnych podnikov, zktorych je az 90 %
integranych socialnych podnikov a minimalne
30 % ich zamestnancov tvoria znevyhodnené
alebo zranitelné osoby.*

Viaceri starostovia zdruzeni v. MAS IPEL —
HONT 2zvazovali zaloZenie vlastného socialneho
podniku. AvSak boli rozhodnuti ho realizovat
len v ramci svojej samospravy. To je rovnako
neinovativne, ako boli zakladané predoslé
obecné socialne podniky.

2.1 Bez stratégie prepdjania za hranice vlastnej
municipality.

A naviac predseda MAS IPEL HONT vo svojej
obci realizuje rieSenie obehového hospodarstva
pre vyuZzivanie stavebného odpadu a stal sa
uspeSnym nositelom inovacie v obehovom
hospodarstve v ramci CIRCULAR SLOVAKIA.

Valné zhromazdenie MAS IPEL HONT, o.z. dia
17.04. 20245 poziadalo Bc. Matej Plesnik, DiS,
konatel'a podniku obehového hospodarstva POH,
ST.0., ,registrovany socidlny podnik® o
prezentaciu na tému ,Spoloény socialny
podnik, ako nastroj rozvoja izemia.*

Do tejto prezentacie bola prizvana aj NARA-
SKS. V ramci projektu CIRcular City through
educational circular economy methods for social
enterprises’, ktory si explicitne kladie misiu
vzdelavania v socidlnej zamestnanosti na
principoch obehového hospodarstva, priniesla
NARA-SK systémové rieSenia pre vzdeldvanie
prostrednictvom LIVING LAB.

4 https://www.nku.gov.sk/-/socialne-podnikanie-
ostava-stale-velkou-vyzvou-vacsina-statnych-
foriem-podpory-nefunguje

5 Podnik obehového hospodarstva POH, s.r.o.,
Hregistrovany socialny podnik*
https://www.poh.sk/

® Narodna recykla¢nd agentira Slovensko
NARA-SK https://www.narask.sk/networking/

7 https://circ-city-project.eu/

Pri implementacii integrovanych zamerov
rozvoja regionu bude pre 1.Regionalne socidlne
druzstvo vykonavat’ odbornii pomoc Regionalny
priemyselny inovacny klaster Rimavska kotlina
REPRIK. Podpora klastrovej organizacia je
vzdelavania zamestnancov socialneho podniku
s programom ,,Udrzbar Zivotného prostredia®
a tvorba integrovanych izemnych investicii®.

Obrazok 1: Socidlne inovacie v implementacii
LIVING LAB

3. ZAVERY A ODPORUCANIA

Na zaklade suladu spoloénych zaujmov bolo
dohodnuté, ze:

* Predpokladany datum pravnej registracie 1.
RSD, druzstvo, r.s.p.

* Vytvorenie 1. Regiondlneho Socialneho
Druzstva, druzstvo, rs.p. vo Velkych
Turovciach (d’alej iba 1. RSD, druzstvo, r.s.p.)
bude pripadova Studia a testom v sulade planom
udrZatel'nosti projektu ClRcular City
slovenského partnera projektového konzorcia.

« Specialna inova¢na pridana hodnota vzniku 1.
RSD, druzstvo, r.s.p. V podmienkach Slovenska
spociva:

* Vytvorenim 1. RSD, druzstvo, r.s.p., ktord ma
potencial sanovat’ environmentalne, ekonomické,
socialne potreby v dopravne izolovanom regione
pre viacero sidel (viac ako 18.000 obyvatelov),
¢im sa znizuju administrativno-prevadzkové

8 Regiondlny priemyselny inovacny klaster

Rimavska kotlina REPRIK
https://www.reprik.eu/priklady-integrovanych-
regionalnych-investicii-v-bbsk/
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naklady na jednotlivé intervencie a zvysuje sa
ich rentabilita,

* vytvorenie 1. RSD, druzstvo, r.s.p. na pravnej
forme druzstva predstavuje potencidl pre
obnovenie dovery k tradi¢nej forme spédjania
regiondlnych finanénych a nefinanénych aktiv
zapojenych  jednotlivcov. Hoci mysSlienka
druzstevnictva a spolkov stratila déveryhodnost’
na slovenskom juhu pocas obdobia 1945-1989,
kedy boli pol'nohospodarske druzstva budované
na principoch komunistickej ideoldgie, dnes
predstavuje najlepsiu formu kolaboracie aktérov
rozvoja regionu zalozenll na tvorbe hodndt a nie
na ich majetkovych podieloch.

* zapojenie stakeholderov, ktori uz spolupracuji
na platforme EU programu pre Rozvoj vidieka,
vyrazne skracuje pripravnu fazu zalozenia 1.
RSD, druzstvo, r.s.p.

3.ISWOT analyza potrieb 1. RSD, druistvo,
r.s.p.

Obehové hospodarstvo realizované sociilnou
zamestnanost'ou:

= Stavebny odpad - rieSenia podla pravidiel
obehového  hospodarstva a  vyuzivanie
zachranenej hodnoty v rieSeniach skvalitnenia
bytovej otazky nizkoprijmovych skupin

= Textilny odpad — tvorba novych produktov
samostatného odpadového pridu textil po
1.1.2025, kedy odpad sa stava zdrojom novej
suroviny . Nové produkty sa aplikuju v
rieSeniach s jeho hodnotovym vyuzitim vo
vodozadrznych opatreniach a zelenej
infrastruktare obci zdruzenych v 1. RSD,
druzstvo, r.s.p.

= Biomasa — riesenie vzniknutej biomasy z titulu
udrzby verejnych priestranstiev a nevyuZitej
nepol'nohospodarskej pddy a obecnych lesov.

= Agroprodukcia - vyuzitie neobhospodarovanej
pol'nohospodarskej pody zdruzenych obci na
baze produkcnej schopnosti technickej konopy v
bioekonomickych aplikaciach (stavebnictvo,
izolacné materialy, produkcia semien a oleja).

Socidlne  sluzby realizované socialnou
zamestnanost'ou:

= okrem rozvoja socidlnej zamestnanosti a
zamestnatelnosti bude venovat 1. RSD,
druzstvo, r.s.p. pozornost rozvoju vykonov v

sluzbach pre seniorov, nakolko demograficky
vyvoj generuje vyzvy z hladiska socidlnej
odolnosti komunit v zapojenych obciach.

Verejnoprospesné vyzvy:

* Vodozadrzné opatrenia a problematika pitnej
vody - v suvislosti s klimatickou zmenou je
region  dlhodobo  ohrozeny z  hladiska
zabezpecenia dodavok pitnej vody.

Socialna inovacia znamena Ccinnost (proces),
ktora ma z hladiska svojich cielov aj
prostriedkov  spolocensky alebo komunitny
charakter a stvisi s vyvojom a implementaciou
novych procesov, pristupov, postupov, modelov,
produktov a sluzieb, ktoré reaguju na relevantné
spolocenské a komunitné problémy a potreby.
Socidlna inovacia vytvara nové vztahy, systémy,
Struktary alebo spoluprace medzi jednotlivymi
sektormi (verejnym, obCianskym a sukromnym),
ktoré prinasaju pozitivau systémovil zmenu v
spolo¢nosti, zvySuju kapacitu komunit konat a
dosahuju spravodlivé a spolocensky prospesné
vysledky.®

Cielom CIRC je =zapojit jednotlivcov do
obehového trhu prace a podporit’ podnikanie v
obehovom hospodarstve. Vychadza z
predchadzajiicej prace partnerov v oblasti
ochrany zivotného prostredia, zmeny klimy,
obnovitelnej energie, zamestnanosti a socidlneho
zaClenenia. Projekt je v sulade s cielmi
AGENDY 2030  zdoraziiuje  vyznamné
prilezitosti, ktoré ma obehové hospodarstvo pre
zivotné prostredie, hospodarsky rast a socidlne
dopady v spolo¢nosti.

9
https://www.socialneinovacie.gov.sk/index.html
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Obrazok 2: Socialne podniky skryvaji vel'ky nevyuzity potencial

Socialne podniky skryvaj@
velky nevyuzity potencial

v zamestnanosti znevyhodnenych ludi a v ich socialnej inklazii

Problémy:

Absencia strategického riadenia
zo strany ministerstva préce;
prinos socialnych podnikov

sa tym padom nesledoval

Na podporu tejto oblasti bolo vynaloZzenych

viac ako 100 miliénov eur z Eurépskej Unie T honalo

Mi
ani jednu hibkovt kontrolu,

Sociélne podniky by mohli byt = . ta Statistického
Sl 4 robind je podla Statistického tradu
m akymsi medzitrhom préce; 0,26 podiel socialnych podnikov
’ aktivity ministerstva préce na celkovej zamestnanosti

v snahe vytvorit ho, s neG&inné

Struktira Inak ako zdravotne
zamestnancov 2znevyhodnené osoby
socidlnych

podnikov:

Zranitelné osoby

Zdravotne
znevyhodnené
osoby

napriek vynaloZeniu velkej
sumy eurdpskych penazi

Vaésina foriem priamej aj

pory 8
ch;'l‘ba medzirezortna spolupraca

Financovanie socidlnej ekonomiky
cez tri narodné projekty: B =

- viac ako
47 mil. € Investiéna pomoc

e

::gmnmanych Ingtitat socialnej

ekonomiky.

viac ako 10 m|

Zdroj: https://www.pracovnepravo.sk/sk/personalistika/socialne-podnikanie-ostava-stale-velkou-vyzvou-vacsina-
statnych-foriem-podpory-nefunguje.pk-309.html

Klucovou poziadavkou udrzatelnosti celého
projektu CIRC je zabezpecenie aplikacie
vystupov projektu priamo v organizacii, ktora je
socidlnym podnikom. Téato poziadavka je z
pohl'adu NARA-SK splnena na 100%, pretoze
vystupy projektu vyuZzije vo svojej ¢innosti nova
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Contact:

Ing. Jan Plesnik

Narodna recyklacna agentiira Slovensko NARA-SK
A. Hlinku 2568/33

960 01 Zvolen, Slovensko

e-mail: naraslovensko@gmail.com

Bc. Matej Plesnik, DiS.

POH s.r.0., “registrovany socialny podnik”
Lucenecka cesta 2266/6

960 01 Zvolen

e-mail: konatel@poh.sk

Ing. Marian Bakita, MBA

REGIONALNY PRIEMYSELNY INOVACNY KLASTER RIMAVSKA KOTLINA REPRIK
Zelezni¢na 2

987 01 Poltar

e-mail: inforeprik@gmail.com

SUMMARY
1. LIVING LAB 1. REGIONAL SOCIAL COOPERATIVE

Living Labs (LL) - living labs are open innovation ecosystems in real-world environments that use iterative feedback
processes throughout the innovation lifecycle to create sustainable impact. They focus on co-creation, rapid
prototyping and testing, and scaling innovation and entrepreneurship, providing shared value to stakeholders (various
types). In this context, living labs act as mediators/orchestra between citizens, research organizations, societies and
government agencies/levels. Across a wide variety of living labs, they share common characteristics but multiple
different implementations.

1.1. Basic working approach of NARA-SK

NARA-SK develops the transition from a linear to a circular economy by identifying and developing the cooperation
of organizations and individuals who invest their business and non-business efforts in the development of the region
(community) by creating joint products. It is in exact accordance with the operational matrix recommended by The
European Network of Living Labs (ENoLL): "Living Labs are real-life test and experimentation environments that
foster cocreation and open innovation among the main actors of the Quadruple Helix Model, namely: Citizens,
Government, Industry, Academia".

NARA-SK bases the transition to a circular economy on the joint creation of products. With this attitude, over the
years it has become an integration center - a hot spot. The primary goal is to create a horizontal network with the
following key recommendations for involved stakeholders, but also for observers who get to the results of NARA-SK's
work through media dissemination tools:

ENVIRONMENTALLY - ECONOMICLY — SOCIALLY!

DON'T DESTROY what is good, you have a chance to IMPROVE it!

NEW PRODUCTS!

VALUE!

COLLABORATION!

COOPERATION!

NARA-SK implements its current and future "Living Labs" and Lighthouse Pilots™ with the goal of the fastest transfer
of project social innovation into practice, while the only criterion for collaboration is the effective and efficient prior
motivation of a potential future stakeholder. A characteristic of social implementation is the cooperation of the
knowledge organization NARA-SK, which verifies its ideas and intentions in the social economy process at the
circular economy company POH, s.r.o0, a "registered social enterprise”, and the Regional Industrial Innovation Cluster
Rimavska kotlina REPRIK implements the networking of regional development actors for implementation.
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2. BASIC ORGANIZATIONAL SETTING OF COOPERATION

Since 2013, the local action group MAS IPELC-HONT unites 19 municipalities and 1 city, including another 28 local
business and social organizations on the Slovak Hungarian border. It arose due to its location in the borderland, the
demise of large-scale agricultural production, as the main development factor of the quality of life, the creation of an
economically viable community and a socially stimulating environment for the escaping youngest generations of local
residents. Representatives of local governments associated in MAS, as elected representatives of approximately 18,000
inhabitants, continuously monitor the possibilities of increasing the quality of life of their residents. For this reason, the
fact that 645 public benefit social enterprises have been registered in the Slovak Republic since September 2018, of
which up to 90% are integrative social enterprises and at least 30% of their employees are disadvantaged or vulnerable
people, did not escape their attention.

2.1 Without a strategy for connecting beyond the borders of one's own municipality.

Figure 1: Social innovation in the implementation of LIVING LAB

2 2 = Kancelaria miestnej akénej skupiny
Obcianske zdruzenie
Ipel — Hont

-

! Livng ¥ pavam st

Public actors
Teosenme” o labs & TieeRl

Program
v rozvoja vidieka SR
k. wos i

Quadruple Framework |
M

" NARA®S SK

NARODNA RECYKLACNA AGENTURA SLOVENSKO

3. CONCLUSIONS AND RECOMMENDATIONS

Social innovation means an activity (process) that has a social or community character in terms of its goals and means
and is related to the development and implementation of new processes, approaches, procedures, models, products and
services that respond to relevant social and community problems and needs. Social innovation creates new
relationships, systems, structures or cooperation between individual sectors (public, civil and private) that bring
positive systemic change in society, increase the capacity of communities to act and achieve fair and socially beneficial
results.

CIRC's goal is to engage individuals in the circular labor market and support entrepreneurship in the circular economy.
It is based on the previous work of partners in the field of environmental protection, climate change, renewable energy,
employment and social inclusion. The project is in line with the goals of AGENDA 2030 and emphasizes the
significant opportunities that the circular economy has for the environment, economic growth and social impacts in
society
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MODERNE RIESENIE NEDOSTATKU ZAMESTNANCOV NA SLOVENSKOM TRHU
PRACE

A MODERN SOLUTION TO THE SHORTAGE OF EMPLOYEES IN THE SLOVAK
LABOR MARKET

Radoslav SEKERKA

Abstrakt: Nedostatok zamestnancov je nocnou morou zamestnavatelov na Slovensku. PouZivanie tradicnych postupov
pri identifikovani perspektivnych zamestnancov zamestnavatelom nepomaha. RieSenim je spoluprdca s dodavatel'skymi
firmami v oblasti docasného pridelovania zamestnancov, ktoré sa coraz viac stava popularnym rieSenim v oblasti
moderného zamestndvania. Tento model poskytuje firmam flexibilitu, Setrenie podpornych administrativnych nakladov
a rychly pristup ku kvalifikovanym aj nekvalifikovanym zamestnancom na vopred definované obdobie. Vdaka
ustanoveniam Zakonnika prdce a prislichajucej legislative maju docasne prideleni zamestnanci rovnaké podmienky
ako interni kmernovi zamestnanci, ¢o zabezpecuje harmoniu na pracovisku. Tento clanok sa zaobera vyhodami modelu
docasného pridelovania zamestnancov, vrdtane rychlosti obsadenia pozicii, profesiondlneho pristupu agentur
docasného zamestndvania, moznosti testovania kandidatov a efektivneho manazmentu spdtnej vizby. Docasné
pridelovanie zamestnancov poniika firmam rieSenie na zvladnutie dynamickych zmien na trhu a prispieva k ich rastu a
hospodarskemu uispechu.

Klucové slovda: Trh prdce, nedostatok zamestnancov, vyhladavanie zamestnancov, docasné pridelovanie
zamestnancov, flexibilné zamestnavanie, agentura docasného zamestnavania, firmy, HR oddelenia, dodavatelia

Abstract: Lack of employees is a nightmare for employers in Slovakia. Using traditional methods to identify
perspective employees does not help employers. The solution is cooperation with supplier companies in the field of
temporary assignment of employees, which je increasingly becoming a popular solution in the field of modern
employment.This model provides companies with flexibility, saving support administrative costs and quick access to
qualified and unqualified employees for o pre-defined period. Thanks to the provisions of the labor Code and related
legislation, temporarily assigned employees have the same conditions as internal regular employees, which ensures
harmony in the workplace. This article discusses the advantegas of the temporary staffing model, including the speed
of filling positions, the professional approach of staffing agencies, the ability to test candidates and effective feedback
management. Temporary staffing offers companies a solution to cope with dynamic changes in the market and
contributes to their growth and economic success.

Key words: Labor market, lack of employees, search for employees, temporary assignment of employees, flexible
employment, temporary agency employment, companies, HR departments, suppliers
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1. 0OVOD naSom hospodarstve. Slovensko je velmi
otvorenou ekonomikou s vyraznymi exportnymi
¢rtami s  prevazujicim  zameranim na
automobilovy priemysel. Za uplynulé desatrocia
sa  na Slovensku etablovali vyznamné
medzinarodné firmy a zaroven v domacom
podnikatel'skom podhubi vyrastli slovenské
firmy schopné konkurovat’ aj na medzindrodne;j
podnikatel'skej scéne. V dobsledku eurdpskej
integracie doslo v oblasti podnikania a
zamestnavania na Slovensku k harmonizicii
legislativy so Standardami Eurdpskej tnie, o

Slovensko oslavilo v minulom roku 20. vyrocie
Clenstva v Europskej unii. Hospodarsky rast
nasej  krajiny v  dosledku  stabilného
zahrani¢nopolitického ukotvenia Slovenska za
uplynulé obdobie je nespochybnitelny a
prejavuje sa v stabilite podnikatel'ského
prostredia, prichode medzinarodnych
zamestnavatel'ov, zvySovani poctu pracovnych
miest, zniZzovani miery nezamestnanosti,
zvySovani minimalnej aj priemernej mzdy v
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vytvara predpoklady na d’alsi hospodarsky rast
do buducnosti.

Jendym z hlavnych problémov dalSicho
hospodarskeho rastu na Slovensku definovany
domacimi aj zahrani¢nymi zamestnavatelmi je
nedostatok kvalifikovanej aj nekvalifikovanej
pracovnej sily v regionoch, kde podnikaji. Tento
problém sa javi ako akutny, dlhodoby a
zamestnavatelia hl'adaju vhodné rieSenia.

Za ostatnych 20 rokov sa slovensky trh prace
radikdlne zmenil, ked z viac ako 20% miery
evidovanej nezamestnanosti sme sa dostali v
sucasnosti na 5%-6% uroven miery evidovanej
nezamestnanosti. Samozrejme na trhu prace
Slovenska vnimame viditelné rozdiely medzi
jednotlivymi regiéonmi. Samotny trh prace je
okrem  politickych ~ faktorov  definovany
spominanym hospodarskym rastom,
demografickymi zmenami v spolo¢nosti, ako aj
technickym pokrokom v podnikani. Trh prace na
Slovensku vyrazne determinuje aj vzdelanostna a
narodnostna Struktara obyvatel'stva v
jednotlivych krajoch.

Na  Slovensku je  akitny  nedostatok
zamestnancov takmer vo vSetkych oblastiach
hospodarstva — od operatorov vyroby, cez
zvaraCov, udrzbarov, vodi¢ov, technologov,
konstruktérov, zdravotnikov az po $pecialistov v
oblasti informacnych technologii. Vyraznu rolu
v oblasti nedostatku zamestnancov zohrava:

O akceptacia pracovnych pontk
zamestnancov v ostatnych krajinach Eurdpskej
unie zalozena na dlhoro¢nej tradicii pracovat’ v
zahranici,

odchod velkej skupiny zamestnancov
do predcasného doéchodku v  dosledku
nastavenych legislativnych zmien,

Skolsky systém neprodukuje dostatok
absolventov s technickym odbornym zameranim
potrebnych pre trh prace,

nizka ponuka pracovnych prilezitosti
pracovat’ na skrateny pracovny uvazok,

0 demografické zmeny prejavujuce sa
dlhodobo na trhu prace,

O tazkopadna domaca legislativa v oblasti
povoleni na pracu cudzincov z tretich krajin na
trhu prace na Slovensku,

O neochota zamestnancov aktivne sa
stahovat’ za pracovnymi prilezitostami,

O vzdelanostna Struktira obyvatel'stva,

O zmeny v Zivotnom $tyle a o¢akavaniach
zamestnancov,

O presun zamestnancov pocas pandémie z
odvetvia gatronémie do oblasti
dorucovatel'skych sluzieb,

O zvysené naroky na work-life balance,

O vyss§ie mzdové naroky nastupujice;j
generacie v oblasti mzdového ohodnotenia

O nedostato¢né finanéné ohodnotenie v
niektorych odvetviach narodného hospodarstva.

Jednym z rieSeni nedostatku pracovnej sily pre
zamestnavatelom je prechod na dodavatel'sky
sposob vyhladavania zamestnancov na trhu
prace.

2. RIESENIE PROBLEMU A DISKUSIA

(DODAVATELSKY SPOSOB
VYHLADAVANIA ZAMESTNANCOV,
DOCASNE PRIDELCOVANIE
ZAMESTNANCOV)

Nedostatok zamestnancov na trhu prace je
faktom, ktory nespochybiiuje nik z relevatnych
zamestnavatelov.  Vyhladdvanie = vhodnych
zamestnancov pre firmy sa stalo v uplynulych
rokoch kI'i¢ovou vyzvou. Konzervativny pristup
zamestnavatelov v minulosti  umozioval
vyhladavanie zamestnancov dominantne
prostrednictvom internych sil na personalnych
oddeleniach (d’alej len ,,HR oddeleniach”).

Vzhl'adom na akatny nedostatok vhodnych
zamestnancov sa rola HR oddeleni v oblasti
vyhladavania zamestnancov vo vyraznej miere
prepojila s marketingovymi aktivitami
snaziacimi sa prildkat’ dostato¢né mnozstvo
kandidatov na obsadzované pracovné pozicie.
Ani kumulédcia aktivit vSak zamestnavatelom
neposkytuje dostatocny pocet zamestnancov a
tak je na rade, ako aj v mnohych inych
oblastiach, dodavatel'ska spolupraca s externymi
personalno poradenskymi spoloCnostami. V
siCasnosti uz je pri realizacii vacSich
vyberovych konani Standardom v
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medzinarodnych aj domacich firmach spolupraca
s externymi personalno poradenskymi firmami.

V zékladnej rovine vieme rozdelit' personalno
poradenské spolocnosti pri obsadzovani pozicii
do 3 kategorii:

O personalne agentury zamerané na
headhunting,

persondlne agentiry zamerané na
recruitment,

agentiry docasného zamestnavania
(docasné pridel'ovanie zamestnancov).

Spolupraca firiem pri obsadzovani pracovnych
pozicii v oblasti docasného pridelovania
zamestnancov prostrednictvom agentar
docasného zamestnavania (d’alej len “ADZ”) je
vyuzivana na rézne typy pozicii..

Docasné pridelovanie zamestnancov sa l'udovo
na trhu prace nazyva aj ,personalny lizing”.
Docasné pridelovanie zamestnancov vzniklo ako
reakcia na potrebu pruznejSicho zamestnavania
A firmach  pri planovanych alebo
neplanovanych vykyvoch pdvodne v oblasti
vyroby a logistiky. V sucasnosti je vo
vyraznej$ej miere vyuzivany aj model docasného
pridelovania zamestnancov v administrativne na
pozicie recepénych obchodnikov, fakturantov,
asistentov, zamestnancov call centier a na
mnohych d’alSich pracovnych poziciach. Ide o
model, ktory umoznuje firmam nielen prekonat’
aktuadlne vyzvy, ale zaroven optimalizovat
personalne procesy. Tento koncept je dnes Siroko
rozsireny vo vyspelych ekonomikach, kde je
Standardnym rieSenim pre zvladnutie
dlhodobych alebo sezonnych projektov. Situacia
na trhu prace nuti zamestnavatelov hladat’
modernejSie pristupy, ktoré im umoznia byt
konkurencieschopni. ADZ sa S$pecializuju so
svojimi sofistikovanymi SW néstrojmi na
efektivne vyhl'adavanie kandidatov a ich cielené
oslovenie prostrednictvom inovativnych
marketingovych stratégii.

Trh prace sa v poslednych rokoch dramaticky
zmenil. Digitalizacia, globalizacia a pandémia
COVID-19  sposobili, ze firmy museli
prispdsobit’  svoje metddy zamestnavania.
Tradiéné formy zamestnavania, zalozené na
dlhodobych pracovnopravnych vztahoch bolo
potrebné doplnit aj flexibilnou formou

zamestnavania  definovanou v domacej
legislative. Potreba docasného pridel'ovania
zamestnancov je nevyhnutna vzhladom na
meniace sa obchodné vyzvy jednotlivych
zamestnavatelov.

Firmam prindsa tato forma zamestnavania
mnoho cennych benefitov, a preto sa stava
neoddelite'nou stcast'ou moderného
zamestnavania Vo firméach. Docasné
pridelovanie zamestnancov je  vyhodné pre
rozne typy podnikatel'skych subjektov, od
velkych medzinarodnych firiem po mensSie
obchodné alebo vyrobné spolo¢nosti, ktoré
potrebuji rychlo a efektivne najst vhodnych
zamestnancov.

Vyhody docasného pridelovania zamestnancov
st

O Spolupraca s profesionalmi z trhu prace
na strane ADZ

Vsetky ADZ podnikajuce na slovenskom trhu
prace su evidované na Ministerstve prace,
socialnych veci a rodiny SR, pricom
zamestnavaju $pecialistov na vyhladavanie a
vyber zamestnancov na trhu prace. ADZ povinne
reportuju stavy docasne pridelenych
zamestnancov S$taitnym autoritim a si pod
neustalym dohl'adom in$pektoratov prace.

O Ziskanie docasne pridelenych
zamestnancov na vopred stanoveni dobu od
svojho dodavatel'a ADZ

Firma stanovuje lehotu docasného pridelenia
zamestnancov, ktord je spracovana v pracovno
pravnej dokumentacii docasne prideleného
zamestnanca, ako aj obchodnej dokumentacii
medzi firmou a ADZ. Manazéri vo vyrobe tak
vedia efektivne planovat’ pocty zamestnancov
potrebnych na konkrétne obdobie, a tym
konkretizovat' plan vyroby. Sucastou procesu
doCasného  pridelenia  zamestnancov  je
samozrejme aj vyhl'adanie vhodnych
zamestnancov zo strany ADZ.

O Planovatelné priame mzdové naklady
na docasne pridelenych zamestnancov na presne
stanovené obdobie

Za priame mzdové naklady docasne pridelenych
zamestnancov sa povazuji celkova cena prace
zamestnanca stanovena podla platnej legislativy,
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ktora je rovnakéd ako u internych zamestnancov
firmy.

O Planovatelné nepriame naklady na
docasne pridelenych zamestnancov na presne
stanovené obdobie

V tejto kategorii sa uvadzaju ndklady na
ubytovanie, dopravu do zamestnania, ako aj
vSetky ochranné pracovné pomocky docasne
pridelenych zamestnancov stvisiace s vykonom
prace.

Flexibilita moznosti docasného
pridelenia ~ zamestnancom  definovand v
legislative

Definuje mozZnosti podpisania  docasného
pridelenia na dobu urcith podla platnej
legislativy, maximalne v§ak na 2 roky od vzniku
pracovného pomeru docasne  prideleného
Zamestnanca.

O Komplexné  zastreSenie = pracovno
pravnej agendy suvisiacej s doCasne pridelenymi
zamestnancami

Zasadnym prinosom pre klientov je odbtiranie
rizik  spojenych s  legislativou.  Vsetku
zodpovednost’ za pracovno pravnu
dokumentaciu, mzdy, odvody a prihlasky na
uradoch nesie ADZ. V pripade kontroly zo
strany Statnych institacii klient nemusi mat
obavy, pretoze ADZ garantuje plné dodrZiavanie
vSetkych legislativnych poziadaviek. Tymto
sposobom st firmy chranené pred moznymi
sankciami a administrativnymi komplikaciami.

O Celkové spracovanie mzdovej agendy
suvisiacej s docasne pridelenymi zamestnancami

Garantovana je profesionalita a preciznost v
spracovani miezd vychadzajucich z predloZenej
dochadzky. ADZ vyuzivaji najmodernejSie
softvérové rieSenia, ktoré garantuju presnost’ a
efektivitu vypoctu miezd. Zaroven zaistuju
kompletni komunikaciu so zamestnancami, od
podpisovania pracovnych zmliv a dodatkov, cez
rieSenie nepritomnosti, az po Uplne spracovanie
ro¢nych zictovani miezd a potvrdeni o prijmoch.

O Zabezpecenie vyplacanie zaloh a celej
administrativy s tym spojenej

Komplexny manazment pripravy a vyplacania
zaloh je rieSeny v rézii ADZ. Firme nevznikaju

naklady stvisiace s touto administrativnou
zatazou. Na druhej strane mnohé firmy nechct
realizovat’ vyplacanie zaloh zamestnancom z
dovodu obrovskej administrativnej zat'aze, ako aj
prace s hotovostou, preto tuto c¢innost radi
prenechavaju na ADZ.

O Komplexné  softwarové  vybavenie
prepojené na dodavatelov

ADZ zabezpecuju softvérové prepojenie cez API
s existujucimi softvérami firiem za ucelom
priamej  distribicie = dat  suvisiacich s
odpracovanymi hodinami docasne pridelenych
zamestnancov a ostatnych dat suvisiacich s
docasnym pridelenim zamestnancov.

O Efektivne planovanie a Setrenie cash
flow vzhladom na nastavenu dlzku splatnosti
faktar

Firmy maju od ADZ vyplatené mzdy docasne
pridelenych zamestnancov este predtym ako
uhradia faktry za realizované sluzby. Tento fakt
im umoziuje z ekonomického hladiska
efektivnejSie pracovat’ so svojim casf flow a
primerane planovat’ svoje financné zamery.

O Sustredenie sa firiem na core business,
nie na podporné procesy vo firmach

Firmy sa dominantne sustreduji na core
business firmy a nemusia sa venovat' pre nich
podpornym aktivitam stvisiacim s
vyhladavanim, vyberom a  naslednym
zamestnavanim zamestnancov.

O Nizsie naklady na marketing v oblasti
ziskavania zamestnancov — naborové kampane

Moderny  pristup v  oblasti  docasného
pridelovania  zamestnancov  tiez  zahffia
inovativne  marketingové  stratégie. ADZ
vyuzivaju socialne siete, vlastné portaly, SMS
marketing a videoreklamy na prildkanie
kandidatov a vykonnost’ tychto kampani sleduji
a upravuju na zaklade dat od vSetkych klientov a
kandidatov, ¢o do velkej miery nie je
realizovatelné na internom HR oddeleni priamo
u klienta. To umoznuje ziskat kvalitnych
zamestnancov ovela rychlejSie a efektivnejsie,
nez by to bolo mozné tradi¢nymi metdédami v
ramci interného HR  oddelenia spoloénosti.
Vdaka Sirokym databdzam a prepracovanym
procesom dokdzu ADZ poskytnut’ klientom
vhodnych kandidatov v rekordnom case, kedze
neustale inovuji svoje procesy a systémy tak,
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aby vedeli konkurovat’ rychlost'ou a presnostou
konkurencii. Nastupom a integraciou systémov
umelej inteligencie, ktora dokaze pracovat a
porozumiet” velkému objemu dat sa prehlbuje
vykonnostny rozdiel, ktory je neporovnatelny
medzi ADZ s internym HR oddelenim.

O Nizsie naklady na pripravu,
spracovavanie a archivdciu pracovno pravnej
dokumentacie

Pre zamestnancov tento model predstavuje
stabilitu a Siroké moznosti. Rovnaké pracovné
podmienky garantované zakonom poskytuju
pridelenym zamestnancom férovost’ a rovnost’ v
ramci pracovného prostredia. Zaroven to
eliminuje  potencidlne konflikty ~ medzi
kmenovymi a pridelenymi zamestnancami, ¢im
sa vytvara harmoénia v pracovnych kolektivoch.
Po ukonceni projektu im ADZ casto vie
poskytnat’ nové pracovné prilezitosti.
Zamestnanci si ¢oraz menej uvedomuju rozdiel
medzi priamym zamestnanim a pracou cez ADZ,
pretoze vyhody ostavaju rovnaké, vratane tthrady
socialnych a zdravotnych odvodov, ako aj
moznosti ¢erpania firemnych benefitov. Zaroven
maju istotu, Ze ich prava su plne chranené a

Contact:
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e-mail: radoslav.sekerka@dekra.com

SUMMARY

modzu sa spolahnit’ na profesionalny pristup
ADZ.

3. ZAVERY A ODPORUCANIA

Docasné pridelovanie zamestnancov predstavuje
moderny a efektivny sposob, ako zvladnut
dynamické potreby firiem na trhu prace v oblasti
vyhladdvania a pridelovania zamestnancov.
Tento model pontika flexibilné zamestnavanie,
vyrazné Setrenie finanénych nakladov na
marketing, nabor a spracovanie pracovno pravnej
dokumentacie. Pre firmy, ktoré chcu zostat
konkurencieschopné a prispdsobit’ sa meniacim
poziadavkam je to idealna volba doplnenia
interného stavu zamestnancov.

Docasné  pridelovanie = zamestnancov  je
stucasnostou, ale aj budicnostou v oblasti
zamestnavania, ktorda ponuka Siroké moznosti
pre zamestnavatelov aj zamestnancov. Je to
moderny a efektivny nastroj, ktory umoziuje
firmam sustredit’ sa na to najdolezitejsie — rast a
uspech v konkuren¢nom prostredi.

The labor market has undergone significant changes in recent years in Slovakia. Companies need to solve the labor
market shortage. The modern way of finding and employing employees is through the temporary assignment of
employees. Among the biggest advantages of temporary staffing belongs: external processing of hiring and marketing
campaigns, supply of suitable employees, focus of companies on core business activities, saving and effective planning
of cash flow, saving indirect costs of companies, employment legal support and cooperation with HR experts. The
growth of temporary staffing is indisputable and Il play a significant role in the labor market in the coming years as
well. Just as companies use supplier services in the field of auditing, IT technologies, accounting, logistics, so more
companies Il use supplier services to a great extend in the field of searching and employing employees — through the
service of temporary assignment of employees.
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